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ABSTRACT 
 
The Employment Equity Act, No 55 of 1998forms part of the transformation legislation aimed at 
promoting equity, and eliminating discriminatory and unfair treatment in the workplace.  The 
South African government has developed a comprehensive policy framework that promotes 
equity while supporting the advancement of women to managerial positions.An area of 
consideration for this study is the representation of women in top management positions in the 
various departments of the Eastern Cape Provincial Administration.This study examined the 
legislative framework and progress that has made in the appointment of women to managerial 
positions in the South African public service and, in particular, the Eastern Cape Province. A 
comparison between the 2012 and 2013 Eastern Cape employment equity reports shows that 
there is slow progress in the implementation of employment equity.  Although both South 
African men and women are well represented in the economically active population, women hold 
a relatively small percentage of top management positions. This study, through an in-depth 
review of literature, identified barriers to the implementation of employment equity in the 
Eastern Cape Provincial Administration.The Eastern Cape employment equity reports were 
analysed.  The purpose of this analysis was to find the strengths and weaknesses, and successes 
and failures in the implementation of the Employment Equity Act and related legislation. The 
final part of this studyprovided an in-depth discussion and recommendations regarding the 
barriers and weaknesses of the South African employment equity system that have been 
highlighted throughout the study. 
 
 
 
 
 
 
 
iv 
 
Table of Contents 
 
DECLARATION…………………………………………………………………………… i 
ACKNOWLEDGEMENTS………………………………………………………………… ii 
DEDICATION……………………………………………………………………………… iii 
ABSTRACT………………………………………………………………………………… iv 
 
CHAPTER ONE: INTRODUCTION ................................................................................................... 1 
1.1 Background of the study ...................................................................................................... 1 
1.2 Statement of the problem ................................................................................................... 2 
1.3 Research questions .............................................................................................................. 2 
1.4 The purpose of the study ..................................................................................................... 3 
1.5 Objectives of the study ........................................................................................................ 3 
1.6 Significance of the study ...................................................................................................... 3 
1.7 Research methodology ........................................................................................................ 4 
1.8 Sampling ............................................................................................................................... 6 
1.9 Data collection methods ...................................................................................................... 6 
1.10 Analysis and presentation of results ................................................................................... 7 
1.11 Ethical considerations .......................................................................................................... 7 
1.12 Scope and limitations of the study ...................................................................................... 8 
1.13 Clarification of concepts and terms ..................................................................................... 8 
1.14 Chapter outline ..................................................................................................................... 9 
1.15 Conclusion .......................................................................................................................... 10 
CHAPTER 2: LITERATURE REVIEW ............................................................................................ 11 
2.1 Introduction ........................................................................................................................ 11 
2.2 Legislative Framework ....................................................................................................... 11 
2.3 Theoretical Framework ...................................................................................................... 22 
2.4 The Role of women in management ................................................................................. 34 
2.5 Selection and appointment of women to senior management positions ....................... 36 
2.6 Employment Equity Plans - preparation, implementation and monitoring .................... 37 
2.7 Barriers to the implementation of Employment Equity ................................................... 40 
v 
 
2.8 Conclusion .......................................................................................................................... 47 
CHAPTER THREE: RESEARCH METHODOLOGY...................................................................... 49 
3.1 Introduction ........................................................................................................................ 49 
3.2 Research design .................................................................................................................. 49 
3.3 Research methodology ...................................................................................................... 49 
3.4 Sample and sampling procedures ...................................................................................... 52 
3.5 Data collection and research instruments......................................................................... 53 
3.6 Secondary data ................................................................................................................... 54 
3.7 Ethical issues in data collection ......................................................................................... 54 
3.8 Data analysis procedures ................................................................................................... 54 
3.9 Quality standards ............................................................................................................... 55 
3.10 Conclusion .................................................................................................................................. 56 
CHAPTER FOUR:RESEARCH FINDINGS, ANALYSIS AND DISCUSSION ............................. 57 
4.1 Introduction ........................................................................................................................ 57 
4.2 The presentation of quantitative data .............................................................................. 57 
4.3 The presentation of qualitative data ................................................................................. 68 
4.4 Conclusion .......................................................................................................................... 74 
CHAPTER FIVE: CONCLUSION AND RECOMMENDATIONS ................................................. 75 
5.1 Introduction ........................................................................................................................ 75 
5.2 Concluding remarks ............................................................................................................ 75 
5.3 Recommendations ............................................................................................................. 78 
REFERENCES ................................................................................................................................... 81 
APPENDIXES .................................................................................................................................... 89 
Appendix 1: Permission to conduct dissertation research ........................................................... 89 
Appendix 2: Invitation to participate in an interview ................................................................... 90 
Appendix 3: Interview schedule .................................................................................................... 91 
 
 
 
 
 
vi 
 
LIST OF TABLES 
 
Table Title Page Number 
Table 1 Profile of the national EAP by race and gender 30 
Table 2 Public servants by Gender – Eastern Cape Province as at 
31 March 2012 
30 
Table 3 Distinctions between quantitative and qualitative data 50 
Table 4 Profile of the national EAP by race and gender 57 
Table 5 Profile of the EAP by race and gender per province 58 
Table 6 General profile of the Eastern Cape Province as at 30 
September 2012 
59 
Table 7 General profile of the Eastern Cape Province as at 30 
September 2013 
60 
Table 8 Eastern Cape Provincial Employment Equity Profile as at 
31 March 2013 
63 
Table 9 Eastern Cape Provincial SMS Employment Equity Profile 
as at 31 March 2013 
64 
Table 10 Eastern Cape Provincial Employment Equity Profile as at 
30 September 2013 
65 
Table 11 : Provincial SMS Employment equity Profile as at 30 
September 2013 
66 
Table 12 Level 11-12 male and female status as at 30 September 
2013 
67 
 
 
 
 
 
 
 
 
vii 
 
 LIST OF FIGURES 
 
Figure Title Page Number 
Figure 1 Population distribution trends for top management level 
from 2002 to 2012 
61 
Figure 2 Workforce profile at the top management level by gender 
– 2012 
61 
Figure 3 Population distribution trends for senior management 
level from 2002 to 2012 
62 
Figure 4 Workforce profile at senior management level by gender 
– 2012 
62 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
viii 
 
LIST OF ACRONYMS 
ANC  African National Congress 
EEA  Employment Equity Act 
EAP  Economically Active Population 
CEE  Commission for Employment Equity 
EE  Employment Equity 
WPAA White Paper on Affirmative Action 
AA  Affirmative Action 
RSA  Republic of South Africa 
SMS  Senior Management Service 
WPTPS White Paper on the Transformation of the Public Service 
CEDAW Convention on the Elimination of all forms of Discrimination against Women 
LRA  Labour Relations Act of 1995 
CGE  Commission on Gender Equality 
DoL  Department of Labour 
HR  Human Resources 
AM  African Male 
CM  Coloured Male 
IM   Indian Male 
WM  White Male 
AF  African Female 
CF  Coloured Female 
IF  Indian Female 
WF  White Female 
OTP  Office of the Premier 
DOH  Department of Health 
DSD  Department of Social Development 
DRPW  Department of Roads and Public Works 
DLGTA Department of Local Government and Traditional Affairs 
DARD  Department of Rural Development 
DEDEA Department of Economic Development and Environmental Affairs 
DOT  Department of Transport 
HS  Department of Human Settlements 
PT  Provincial Treasury 
DSRAC Department of Sports, Recreation, Arts and Culture 
DOE  Department of Education 
SABC  South African Broadcasting Corporation 
ix 
 
CHAPTER ONE: INTRODUCTION 
 
1.1 Background of the study 
 
When the South African Government took over Public Service Administration in 1994, it 
inherited a fragmented administration that was divided along racial and gender lines which 
was not representative of the South African demography. Mosola (2009:1) states that the 
first free democratic election process, during 1994, saw the overwhelming majority of 
citizens vote for the African National Congress (ANC). Post-1994, South African legislation 
underwent a major reconstruction in order to remove previous discriminatory practices 
(Jongans, 2006:32). 
 
The concept of the Employment Equity Act (Act No. 55 of 1998) emanated after the 1994 
elections as a result of a need to improve the lives of the previously disadvantaged minority 
groups, including women. Tlhatlosi (2010:1) states that the Employment Equity Act 
(EEA)is a major driving force aimed at eliminating discrimination in the workplace and 
implementing Affirmative Action measures so that the workforce would reflect the 
Economically Active Population (EAP). According to the Commission for Employment 
Equity report 2012-2013, the profile of the EAP in the Eastern Cape Province consists of 
54% males and 46% females.  
Chapter 1(1)(a) of the SA Constitution refers to a democratic state founded on the values of 
human dignity, the achievement of equality and the advancement of human rights and 
freedoms; while section 1(b) refers to the values of non-racialism and non-sexism.Leonard 
& Grobler (2006:36) quoted in Oosthuizen & Naidoo (2010:3) argued that part of the 
transforming agenda for South Africa after the 1994 elections, was the transformation of all 
organisations to make them representative of all South African citizens. 
Despite the advent of a democratic government the South African workplace is still 
characterised by discrimination and inequality. One of the clearest indications of inequality 
in the workplace is the underrepresentation of black people and, in particular, women in 
senior positions (Mosola, 2009:9). Whilst the 13th annual report of the Commission for 
Employment Equity (CEE) points to great progress at the lower levels, usually from the 
skilled level downwards, the progress registered is not spilling over into the senior and top 
management levels.   
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This study is to detail the progress in the implementation of the Employment Equity Act 
(Act No.55 of 1998). It looks in particular at the progress on meeting the representivity 
targets and the implementation of the Employment Equity plans in the Eastern Cape 
Administration.  
1.2 Statement of the problem 
 
The Employment Equity Act is one of a series of laws aimed at redressing the 
discrimination of the past in the workplace, by giving the designated group members 
preferential treatment in promotions, recruitment, education, financial aid and career 
advancement.  It was expected to increase the numbers of the designated group members in 
elite positions in the workplace. In terms of women the target sought that women should 
constitute 30% of new appointments to the managerial cadre by 1999 (White Paper on 
Affirmative Action for the Public Service: 1998). 
 
The former Minister of Public Service and Administration, Fraser-Moleketi (2006:99) 
reported that in respect of women, in 1995 there were 8% women in the senior management 
service of the public service, by 1998 the percentage had increased to 18% and in December 
2004 it increased to 28%. The Cabinet meeting of 7 December 2005 revisited the targets set 
for women in senior management to 50% of women representation in all spheres of society 
by March 2009.This target has not been met in the Eastern Cape public service. 
 
Provision has been made through policies, programmes and strategies to redress existing 
imbalances of men and women.  Into the 15th year of the existence of the EEA and related 
legislation such as Affirmative Action, there are still fewer women in top and senior 
management positions in the Eastern Cape public service. The CEE annual report, 2012-
2013, indicates that at all levels of management, males outnumber females.   
 
1.3 Research questions 
 
The following research questions were explored: 
• To what extent is employment equity and affirmative action being implemented? 
• Are Employment Equity plans in place and what is the progress in the 
implementation of these plans? 
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• What is the status of women representation in senior management positions in the 
various departments of the Eastern Cape Provincial Administration? Have the 
representivity targets been met? 
• What challenges are being faced in implementing employment equity? 
 
1.4 The purpose of the study 
 
The purpose of this research is to assess the implementation of the Employment Equity Act 
as there are still too few women in top and senior management positions in the Eastern Cape 
public service.  This may be achieved by assessing the progress made in respect of the 
implementation of the policies, programmes and strategies to redress existing imbalances of 
men and women. This study is important as it hopes to find out the challenges that are met 
in the implementation of these new legislations and also to provide recommendations on 
how to improve the current situation.  
 
1.5 Objectives of the study 
 
The objectives of the study are: 
• To establish the progress made in the Eastern Cape Provincial Administration to achieve 
equity levels in top management positions with specific reference to the appointment of 
women. 
• To assess whether the Eastern Cape Province has been able to meet or implement the 
dictates of the EEA. 
• To investigate the barriers or challenges to the successful implementation of EE and 
affirmative action in the workplace.  
• To come up with recommendations in order to improve the situation. 
 
1.6 Significance of the study 
 
There is evidence that there is less employment equity group representation in the executive 
positions in the public service. The workplace is still characterized by discrimination and 
inequality such as underrepresentation of women in senior positions. President Mandela (the 
first democratically elected president of South Africa) stated in his inaugural speech, April 
1994: “It is vitally important that all structures of government, including the President 
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himself, should understand fully that freedom cannot be achieved unless women have been 
emancipated from all forms of oppression..., and that they have been empowered to 
intervene in all spheres of life as equals with any other member of society.” 
 
The Employment Equity Act stands for equal representation of the previously disadvantaged 
groups. Transformation will not advance enough to benefit the majority of the populace 
adequately, unless individuals from the designated groups are largely employed in positions 
with authority and real decision making powers. The study contributes in raising awareness 
on issues of employment equity, affirmative action, and the implementation of employment 
equity plans.   
 
The government needs to be informed on whether its policies are being implemented. This 
assessment will ascertain how much progress has been made in achieving the targets and 
priorities the government has set for the departments. The purpose is not really to pass or 
fail a particular department but to identify weaknesses and to suggest how these can be 
remedied. 
 
1.7 Research methodology 
 
Bailey (1982:32) quoted in Rakate (2006:20) described research methods as the philosophy 
of the research process. In advancing the previous point Mouton (1998:39-40) also quoted in 
Rakate (2006:20-21), made it clear that the choice of methodology depends on the research 
problem and research objectives. Further Mouton (1998:37) distinguished between three 
levels of the methodological dimension of research, namely:  
- methodological paradigms, the most abstract level which include the distinction between 
qualitative and quantitative research;  
- research methods, which are those that are used in certain stages of the research process, 
for example sampling, data collection and data analysis; 
- research techniques, which represent the most concrete level of the methodological 
dimension and include specific techniques related to sampling, data collection and data 
analysis. All these are helpful in forming a better understanding of the concept of 
research methodology(Rakate, 2006:21). 
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The research design sets out the specific details of the enquiry (Kumar, 2011:23).Research 
design refers to the plan and structure of the investigation used to obtain evidence to answer 
research questions (McMillan & Schumacher, 1993:31-32).The purpose of research design 
is to provide the most valid, accurate answers possible to research questions. Literally, 
design is a researcher’s plan of how to execute a particular study from identifying the topic 
to interpreting the results (Schurink, 2009:803). The research process can be seen as a 
reflective process during which the researcher critically analyses all decisions and actions 
taken during the execution of the study (Schurink, 2009:804).   
 
There are two major types of research methodologies: quantitative and qualitative. The basic 
difference between the two methodologies is that quantitative research presents results with 
statistics, and qualitative research uses words to describe phenomena (McMillan & 
Schumacher, 1993:40).The difference between the qualitative and quantitative methods is 
not just that of quality, but rather that of procedure. 
 
In qualitative research, a survey through the use of questionnaires and interviews to look at 
the problem is done when the researcher asks people questions in a written questionnaire 
(mailed or handed to people) or during an interview, and then records the answers (Neuman, 
1999:31).Qualitative research is concerned with obtaining people’s own accounts of 
situations and events, and with reporting their perspectives and feelings (Hakim, 2000:80).  
 
Presenting a new knowledge to a novel area requires methodology, i.e. tools and techniques 
for analyzing collected data (Holme & Solvang, 1997 cited in John, 2010:8). Applying the 
right methodology, will guide researchers and not only that, also help to achieve a relevant 
contribution to what they are investigating (Holme & Solvang, 2007 cited in John, 2010:8).  
This thesis chose a desktop review method, because of its richness and fullness that provide 
possibility of exploring the subject at hand. 
 
The desk review is an intensive literature search and synthesis of all relevant documents 
concerning the Employment Equity policies and the provision of services and programmes 
to ensure their implementation. Documents included in the desk review may typically 
include national reports, provincial reports, official government policy reports on the 
Employment Equity legislation and any other academic papers related to the implementation 
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of the Employment Equity Act and the appointment of women in top leadership positions. 
The desktop research focused on collating and analysing information from public sources 
such as websites and conference presentations. 
 
1.8 Sampling 
 
Sampling is the process of selecting a few (a sample) from a bigger group (the population) 
to become the basis for estimating or predicting the prevalence of an unknown piece of 
information regarding the bigger group (Kumar, 2011:193).According to Merriam (1998:48) 
the needs of qualitative research are best met by nonprobability sampling. This study 
employed purposive samplingtechnique.The reason for this sampling was to access from the 
women’s point of view directly what they think contributes to not being promoted as men 
do, and if there are any common flaws in some departments.   
 
1.9 Data collection methods 
 
Multiple data collection strategies were used in this research. These included literature 
reviews, interviews, analyses of statistics already produced by others, official publications, 
discussion documents, official papers presented at workshops and conferences, speeches, 
theses and dissertations as well as material from the internet.   
 
The data collection in this study has been gathered in the form of secondary data. The use of 
an organisation’s records to ascertain its activities, and the collection of data from sources 
such as articles, journals, magazines, books and periodicals to obtain historical and other 
types of information, are all classified as secondary sources (Kumar, 2011:139).According 
to Saunders et.al.,(2007:366), getting reliable data by reviewing literature requiresthe 
fulfillment of certain perquisites (e.g. reviewing an article that has been peered reviewed and 
checking on an academic database). Reviewing the most relevant and noteworthy research 
on the topic under focus can help to achieve this purpose. Sets of databases were used in 
order to get the most valid and reliable data.  
 
Data can be qualitative or quantitative. Quantitative data has numerical values just as the 
case in this research where interacted with figures in terms of the numbers of women in 
senior positions in the Eastern Cape public service. Qualitative data involves opinion and 
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understanding of the various issues in the topic such as the implementation of the 
Act.Qualitative methodologies allowed the researcher an opportunity to gain an in-depth 
understanding of employment equity in the public service, specifically looking at the case of 
women employment at SMS level.As a data collecting method, the interview may vary from 
methods that are completely unstructured on the one hand, to those that are completely 
standardised and structured on the other hand, to get as much information as possible to 
draw the conclusions (Welman, 2005:87). 
 
1.10 Analysis and presentation of results 
 
Much of a researcher’s time is spent accumulating and analysing data (Goddard & Melville, 
2001:51). Data analysis is the way of analysing the data so as to be meaningful. The purpose 
of data analysis is to interpret and draw conclusions from the mass of collected 
data.Sometimes a picture like a graph explains the situation much more clearly than a 
jumble of numbers (Goddard& Melville, 2001:54).  However, pictures should be relevant 
and useful.   
 
1.11 Ethical considerations 
 
Ethical research practices are fundamental to this study. Ethical considerations include 
paying attention to the way in which the research is presented to potential participants, the 
likely impact of taking part in research, and the effect of sampling strategies and 
dissemination sessions (Barbour, 2008:66). Each category of stakeholders in a research 
activity, either the research participants, the researcher or the funding body, may have 
different interests, perspectives, purposes, aims and motivations that could affect the way in 
which the research activity is carried out and the way results are communicated and used 
(Kumar, 2011:243). Because of this, it is important to ensure that research is not affected by 
the self-interest of any party and is nor carried out in a way that harms any party.   
 
Other components of research ethics considered included data accuracy and integrity.  
Accuracy and integrity of the data should also be considered as principles of ethical 
research. Data should be represented and reported accurately. Any fabrication or 
manipulation of data is a serious violation of research ethics and can undermine the integrity 
and aim of the study.  
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 1.12 Scope and limitations of the study 
 
The aim of the study is to assess the progress in the implementation of the EEA with 
specific reference to the appointment of women to top positions in the public service, 
through a review of a wide range of literature, documents and policy documents on 
employment equity legislation.The study was undertaken in the Eastern Cape Provincial 
Administration which consists of twelve departments. 
1.13 Clarification of concepts and terms 
 
Equity– itis the quality of being fair and impartial (Oxford dictionary). 
Equality– according to the Oxford dictionary, it is a state of being equal, especially in status, 
rights, or opportunities. Equality in the workplace takes on the same meaning as it does in 
our everyday lives. It is defined as treating everyone the same, regardless of their 
differences. Equality basically means access or provision of equal opportunities, where 
individuals are protected from being discriminated against. Discrimination in equality can 
occur in race, sex, religion, age, disability. 
Gender equality– is the measurable equal representation of women and men. It does not 
imply that women and men are the same, but that they have equal value and should be 
accorded equal treatment. The United Nations regards gender equality as a human right. It 
points out that empowering women is an indispensable tool for advancing development and 
reducing poverty. 
Employment equity- Tinarelli (2000:2) defines employment equity as a term centred on two 
statements: the first statement centred on eradication of unfair discrimination in the form of 
hiring, promotion, training, pay benefits and retrenchments in line with the constitutional 
requirements. The second statement focuses on measures to encourage employers to 
undertake organisational transformation to remove unjustified barriers to employment for all 
South Africans. 
Top/ senior management position – Level of employment from Director level upwards. 
 
Designated groups – Section 1 of the EEA defines designated groups to mean black people, 
women and people with disabilities. 
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EAP – means the economically active population which includes people from 15 to 64 years 
of age who are either employed or unemployed and seeking employment. 
Discrimination– is the bias or prejudice resulting in denial of opportunity or unfair treatment 
regarding selection, promotion or transfer. It entails treating people differently because of 
certain characteristics, such as race, sex, which results in the impairment of equality of 
opportunity and treatment. 
Affirmative action– According to Nel (2008:359) it is a labour market policy aimed at 
redressing past imbalances that are a direct result of discrimination.  It is further described in 
s8(3)(a) of the Constitution as measures to ensure the adequate protection and advancement 
of persons, groups and categories of persons disadvantaged by unfair discrimination, in 
order to enable full and equal enjoyment of all and freedoms. 
South African public service – According to s197(1) of the Constitution of the RSA, 
1996,within public administration there is a public service for the Republic, which must 
function, and be structured in terms of the national legislation, and which must loyally 
execute the lawful policies of the government of the day. 
 
1.14 Chapter outline 
 
This study will be divided into five chapters, with each chapter outlining specific details of 
the subject and conclusion: 
Chapter 1: Introduction and backgroundprovides an introduction to the study and 
indicates the scope of the study and the methods to be used.It comprises the background, the 
problem statement, objectives of the study and the significance of the study. 
Chapter 2: Literature review outlines broadly the literature pertinent to the Employment 
Equity Act, Affirmative Action, Employment Equity plan and transformation in the South 
African Public Service.An overview of women as top managers in the public service is 
provided, where their tasks and roles in management are revealed. 
Chapter 3: Research methodology outlines the methodological approach used in this 
research study, which outlines and justifies the design that was selected. It details how the 
data was gathered in order to arrive at certain conclusions of this study. 
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Chapter 4: Data presentation and analysisprovides the research findings, interpretation 
and analysis of the findings. The findings are linked to the literature and some conclusions 
are drawn. 
Chapter 5: Conclusions and recommendationsconclude the study with a summary on all 
major findings and recommendationsare presented to address the challenges identified 
within the departments and for future advancement and studies. 
 
1.15 Conclusion 
 
The South African Public Service as a custodian of the EEA is compelledto comply with the 
dictates of the abovementioned Act, especially in terms of its implementation.  Employment 
Equity is important and needed in the workplace for fair treatment of the employees by the 
employers. The reality is, however, that the 50% target for women representation at SMS 
level has not been met.  Perhaps lessons to be learnt from the various departments can assist 
in the circumvention of the difficulties encountered by other departments. 
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CHAPTER 2: LITERATURE REVIEW 
 
2.1 Introduction 
 
This chapter looks at the literature that is related to the study. Both legislative 
frameworksand theoretical frameworks are presented in this chapter. The concepts that are 
discussed here are: employment equity and barriers to its implementation, transformation in 
the public service, equality, unfair discrimination and affirmative action. An overview of 
women and their role in management is also provided. Hence the following topics are also 
presented: the role of women in management, selection and appointment of women to senior 
management positions, employment equity plans and barriers to the implementation of 
employment equity. 
 
2.2 Legislative framework 
 
Since the start of democracy in 1994 the South African government has acknowledged the 
unique problems facing South African women in achieving equality in the labour force, and 
has put in place a set of legislation designed to systematically eradicate the formalised 
discrimination of the past. Various policy documents and legislation followed in the years 
between 1994 and 1999 to put into effect the broad principle of representation in public and 
other institutions. Some of the first attempts at redressing the wrongs of the past, some of 
which are discussed below were: 
• The Reconstruction and Development Programme, 1994 
• The White Paper on the Transformation of the Public Service, 1995 
• The Labour Relations Act of 1995, which took effect in 1996 
• The Constitution of South Africa of 1996 
• The Basic Conditions of Employment Act of 1997 
• The White Paper on Human Resource Management, 1997 
• The Employment Equity Act of 1998 and its anti-discrimination provisions 
• The Skills Development Act of 1998 and the Skills Development Levies Act of 1999;   
the intention of these two acts is not only to shift the focus away from affirmative action 
appointments but also to promote recruitment, succession planning and development and 
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training among persons in the designated groups and to address the skills gap (Booysen, 
2007:8). 
• Promotion of Equality and Prevention of Unfair Discrimination Act No. 4 of 2000 
• National Policy Framework for Women’s Empowerment and Gender Equality, 2000. 
• The White Paper on Affirmative Action, 1998. 
The focus on the policy framework was necessary to facilitate the advancement of women to 
managerial positions in the South African public service. Yet despite this, South Africa 
continues to grapple with all forms of discrimination, including gender discrimination, 
sexism and patriarchy (FASSET, 2009:16). 
 
2.2.1The Reconstruction and Development Programme, 1994 
 
The Reconstruction and Development Programme (RDP) of 1994, highlighted amongst 
others its goal to build a democratic, non racial and non-sexist future ensuring 
representivity. The RDP requires that a comprehensive and far-reaching programme of 
affirmative action must be instituted to achieve the kind of public service that is reflective of 
South African society, particularly at the level of management and senior employees 
(Fraser-Moleketi, 2006:98).   
It further indicated that there were very many capable women in the public service, but very 
few in senior positions and that their positions must be addressed by means of special 
programmes and a review of previous promotion practices. Therefore, the question of 
equality and equity is central to the transformation agenda and the quest to build the 
developmental state, transforming the public administration from the one that served the 
apartheid state to a new dispensation that is committed to serving the new democratic and 
developmental state. 
 
2.2.2Transformation in the public service, 1995 
 
The dawn of democracy propelled South Africa to transform the public sector landscape in 
an effort to eradicate the legacy of apartheid (Penceliah, 2011:868).  A key mandate of the 
democratic government was to begin to address the inequalities on many fronts, namely, 
among the racial groupings, the disabled, and between men and women. With regards to the 
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inequalities between men and women in South Africa, it is clear that transformation can 
only happen when both men and women have equal participation in all facets of society. 
 
The White Paper on the Transformation of the Public Service (WPTPS) (Republic of South 
Africa, 1995) was established to serve as a guide in the introduction and implementation of 
new policies and legislations aimed at transforming the South African public service. The 
aim of the WPTPS originates from the Constitution of the RSA. The WPTPS set targets and 
timeframes for making the public service more representative. It points out that 
representativeness is one of the main foundations of a non-racist, non-sexist and democratic 
society. It states government’s desire to bring about equality in the public service by stating 
that 30% of SMS posts should have been occupied by women by 1999.   
 
On the issue of representativeness, the policy states that in order to meet the new and 
challenging tasks with which it is faced, and in particular to improve the quality and equity 
of service delivery, it is absolutely imperative that the public service draws upon the skills 
and talents of all South Africans, and derives the benefits of the broader perspectives that a 
more representative service will bring.The South African Cabinet increased the target for 
representation of women to 50% at all SMSs by 31 March 2009. Achieving those targets 
would allow the public service to utilise the competencies of women optimally, and in that 
way enhance both women’s representation at SMS levels and the public service’s 
performance (Kahn & Louw, 2011:671). 
 
According to the WPTPS, the South African public service has engaged in the process of 
transforming itself into an efficient, effective, democratic, fully representative and 
development-oriented instrument of service delivery.  Improved service delivery remains the 
fundamental priority of government (Fraser-Moleketi, 2006:109).   
 
In order to be responsive to the challenge of improved service delivery, a public service is 
needed that can deal with the complexity and opportunities presented by the developmental 
state headed by capable leaders and managers.Fraser-Moleketi (2006:109) further alluded 
that the establishment of the senior management service (SMS) was an endeavour to 
strengthen the management within the public service against the concern about the ability of 
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government departments to put their policies into practice and to effectively utilise the 
resources placed at their disposal.  
 
Matters that were considered were the recruitment and selection of senior managers and 
professionals, their retention and ongoing development. Therefore it is critical for employers 
to align their employment equity interventions, including skills and succession planning, 
with its employment equity objectives.  Commitment by employers to effectively implement 
the Act in substance and spirit is likely to assist transformation by creating workplaces that 
are equitable in nature and free from discrimination. 
 
2.2.3 The Labour Relations Act, 1995 (No. 66 of 1995) 
 
A primary purpose of the Labour Relations Act (LRA) is to enhance economic 
development, social justice, labour peace, and the democratisation of the workplace.  It aims 
to give effect to and regulate the fundamental rights conferred by section 27 of the South 
African Constitution, 1996. The LRA seeks to promote employee participation in decision 
making through workplace forums and employee consultation and joint decision making on 
certain issues. 
 
2.2.4TheConstitution of the Republic of South Africa, 1996 
 
The provisions of the 1996 Constitution indicate that neither the state nor any other person 
can disadvantage women by excluding them from influential and managerial positions in the 
South African public service (Mello & Phago, 2007:146). The South African 
Constitutionwhich came into effect in 1996 laid the foundation for the development of 
Employment Equity legislation.  
 
Chapter 1(1)(a) of the South African Constitution refers to a democratic state founded on the 
values of human dignity, the achievement of equality and the advancement of human rights 
and freedoms; while section 1(b) refers to the values of non-racialism and non-sexism. The 
fact that the Constitution of the Republic of South Africa gives specific attention to the 
concept of equality is an indication of the foundational importance of this concept (Wessels, 
2005:127).   
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Chapter 2 section 9 of the South African Constitution, 1996, contains the equality clause and 
states the following:  
1. Everyone is equal before the law and has the right to equal protection and benefit of the 
law. 
2. Equality includes the full and equal enjoyment of all rights and freedoms. The 
Constitution states in section 9(2) that to promote the achievement of equality, 
legislative and other measures designed to protect or advance people or categories of 
people disadvantaged by unfair discrimination may be taken. 
3. The state may not unfairly discriminate directly or indirectly against anyone on one or 
more grounds including race, gender, sex, pregnancy, marital status, ethnic or social 
origin, colour, sexual orientation, age, disability, religion, conscience, belief, culture, 
language and birth. 
4. No person may unfairly or indirectly discriminate against anyone on one or more 
grounds. Subsection 3 states that national legislation must be enacted to prevent or 
prohibit unfair discrimination. 
5. Discrimination on one or more of the grounds listed in subsection 3 is unfair unless it is 
established the discrimination is fair. 
 
Equality in the workplace is shown to be a means of achieving full and equal enjoyment of 
all rights and freedoms as stated in section 9(2) of the Constitution (Wessels, 2005:127-
128).This clause makes it clear that every person is equal in the eyes of the law and is 
entitled to be treated equally by all and not subjected to any form of discrimination 
(Tinarelli, 2000: 17). South Africa has been transformed from a country which had the worst 
legal inequalities in the world into one whose constitutional and legislative provisions 
promoting equality are now the envy of human rights activists everywhere (Hepple, 2009:3) 
 
Leonard & Grobler (2006:36) quoted in Oosthuizen & Naidoo (2010: 3) argued that part of 
the transforming agenda for South Africa after the 1994 elections, was the transformation of 
all organisations to make them representative of all South African citizens.Section 195(1)(i) 
of the SA Constitution, 1996 states that “Public administration must be broadly 
representative of the South African people with employment and personnel management 
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practices based on ability, objectivity, fairness, and the need to redress the imbalances of the 
past to achieve broad representation.”   
 
2.2.5The White Paper on Human Resource Management in the Public Service, 1997 
 
The White Paper on Human Resource Management in the Public Service (Republic of South 
Africa 1997, ch2, par. 2.3) derives equity as a value from the Constitution and defines it as 
follows: “Where there has been unfairness, corrective measures must be implemented so as 
to ensure that human resource practices are free from discrimination, invisible barriers and 
unjustness which will impede equal employment opportunities”.  
 
The White Paper regards recruitment as the prime instrument for achieving equity by 
opening up the public service to people of all races, and to women in particular.  It also 
makes provision for diversity management in the public service. Diversity management is 
important in order for male employees to value gender differences and appreciate the 
important contribution that women can make in the workplace (Mello & Phago, 2007: 147-
148). 
 
2.2.6Employment Equity Act, 1998 (Act 55 of 1998) 
 
Employment Equity is legally enforced in the South African public service. The 
Employment Equity legislation approved by Parliament in August 1998 and signed by 
President Mandela on 16 October 1998, along with other labour legislation and the Bill of 
Rights, are steps in the right direction to undo the long standing segregationist policies of 
the old regime. Employment Equity is generally viewed as an organisational change strategy 
designed to prevent and remedy discrimination and disadvantage by identifying and 
removing job barriers in employment policies and practices and in the culture of the 
organisation, as well as by improving the numerical representation and occupational 
distribution of designated groups. 
The Employment Equity Act was promulgated as a response by the democratic South 
African government to its apartheid predecessor and other discriminatory laws and practices 
which had created disparities in employment, occupation and income within the labour 
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market (Tlhatlosi, 2010:1). Chapter 1(2) of the EEA describes the purpose of the Act as to 
achieve equity in the workplace; by: 
a. promoting equal opportunity and fair treatment in employment through the 
elimination of unfair discrimination; and 
b. implementing affirmative action measures to redress the disadvantages in 
employment experienced by designated groups, to ensure their equitable 
representation in all occupational categories and levels in the workplace. 
 
Employment Equity applies to several different groups of designated people. A designated 
group means black people, women or people with disabilities. For the purposes of this 
study, it is delimited to women. Despite the advent of a democratic order, the South African 
workplace is still characterised by discrimination and inequality. One of the clearest 
indications of the perverseness of systematic inequality is the underrepresentation of women 
in senior positions (Mosola, 2009:9). According to the Eastern Cape Employment Equity 
Report (2012/13), females constitute in excess of two-thirds of the Provincial workforce but 
only one-third of senior managers are females.    
 
According to Tinarelli (2000:2), Employment Equity centres on two things. The first 
focuses on the eradication of unfair discrimination of any kind in hiring, promotion, 
training, pay and retrenchment, in line with constitutional requirements. The second one 
focuses on measures to encourage employers to undertake organisational transformation to 
remove unjustified barriers to employment for all South Africans and to accelerate training 
and promotion of individuals from historically disadvantaged groups. 
 
Tinarelli (2000:14) indicates that Employment Equity concerns itself with the eradication of 
unfair discrimination in the workplace. It ensures that employers take positive measures to 
transform the organisation and remove barriers to equity for previously disadvantaged 
groups. The Employment Equity Act aims to correct the demographic imbalance in the 
nation’s workforce by compelling employers to remove barriers to advancement of all 
groups and to actively advance them in all categories of employment by Affirmative Action 
(Grogan, 2005:249). It endeavours to ensure the equitable representation of people from the 
designated groups in all occupational categories and at all levels in the workplace. 
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The focus of the Act is the eradication of unfair discrimination in any form of hiring, 
promotion, training, pay, benefits and retrenchments in organisations. It outlines measures 
to encourage employers to undertake organisational transformation and to speed up training 
and promotion of individuals from historically disadvantaged groups (Nel et.al., 2012:174). 
There is a need to eradicate the past legacy of discrimination that has led to major 
inequalities in our society and labour market. This is aimed at achieving a diverse workforce 
broadly representative of all the people of South Africa.  
 
The rationale for Employment Equity is to offset the legacy of the collective history of 
discrimination. Owing to apartheid, different groups were not in competition for access to 
the same education or occupational opportunities. When South Africa became a democracy 
in 1994, all segregation laws were abolished and education, training and equitable 
workplace practices were recognised as critical elements in successful competition for 
organisations of all sizes and sectors (Mdladlana, 2003, cited in Esterhuizen, 2008:2). 
 
2.2.7 The White Paper on Affirmative Action in the Public Service, 1998 
 
Chapter 3 of the EEA deals with Affirmative Action (AA). It obliges every designated 
employer to put in place measures to ensure that suitably qualified persons from designated 
groups are afforded equal opportunities and are equally represented in all occupational 
categories and levels of the workforce. These measures include the elimination of barriers, 
the furthering of diversity, making reasonable accommodation for persons from designated 
groups, training and the establishment of numerical targets but not to include the 
establishment of an absolute barrier to designated groups (Mosola, 2009:68). 
 
Generally the aim of AA in the public service is to remove all forms of apartheid and past 
discrimination and to give everybody the opportunity to actualize his or her full potential 
(Nel, et.al.,2004 cited in Zondi, 2009:72). It can be deduced that the main aim of AA is to 
address the effects of past discrimination that came about as a result of the injustices of the 
past (Zondi, 2009:72). In South Africa, AA was a response to identified inadequacies in 
antidiscrimination legislation.The White Paper on Affirmative Action(WPAA) sets out 
mandatory requirements and guides the public service on how to implement affirmative 
action for the benefit of women and other designated groups.   
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The White Paper identifies role players and responsibilities such as accountability, 
monitoring, reporting and coordination. These responsibilities were put in place to ensure 
compliance with the proper procedures in advancing women to managerial positions in the 
public service (Mello & Phago, 2007:147). Financial and other resources must be allocated 
in order to achieve affirmative action’s objectives and targets. Persons responsible for 
achieving them should be identified with monitoring and evaluation included as part of this 
arrangement. The key players within the department responsible for implementing the 
department’s affirmative action programme must be identified, and these must include 
section heads. 
 
The WPAA argues that the public service which is representative and draws on the talents 
and skills of the diverse spectrum of South African society; will not only be geared towards 
providing better services for all sectors of the society, but will also enjoy legitimacy in the 
eyes of South African people.It further stipulates that departments must maintain accurate 
and comprehensive statistics on all employees broken down by gender, race and disability 
information, which is updated annually. 
 
According to Tinarelli (2000:48) every designated employer must, in order to achieve 
employment equity, implement AA measures for people from designated groups. In terms of 
section 13(2) of the EEA, a designated employer must: 
(a) consult with its employees as required by section 16; 
(b) conduct analysis as required by section 19; 
(c) prepare an employment equity plan as required by section 20; and 
(d) report to the Director-General on progress made in implementing its employment 
equity plan, as required by section 21. 
 
The definition of AA suggests further limits (Grogan, 2005:251). The first is that the 
beneficiaries of AA must be suitably qualified. The second is that they must be afforded 
equal, not greater opportunities than other groups. Logic suggests that AA cannot be 
implemented indefinitely and, therefore, one question that arises is when, assessed against 
these goals, AA will no longer be necessary. The EEA stipulates that only suitably qualified 
people from designated groups must be equitably represented in a designated workforce. 
The qualification serves a two-fold purpose. The first is that it precludes unqualified 
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designated employees from claiming an entitlement to appointment or promotion, which in 
any event they cannot do. The second is that it prevents AA from undermining efficiency 
(Grogan, 2005: 254-255).  
 
Other situations in which affirmative action may be difficult to justify is where there are no 
suitably qualified designated candidates for a post, and the employer declines to appoint a 
suitably qualified non-designated candidate, and where untrained candidates are affirmed 
into posts that could endanger themselves or the public. A further question is whether, and if 
so, when employers may rely on purely demographic targets when implementing their plans 
(Grogan, 2005:252).   
 
The Constitution leaves the identity of the potential beneficiaries of AA deliberately vague 
and open-ended, referring to persons or categories of persons disadvantaged by unfair 
discrimination. The EEA, however, is less circumspect in its approach, and identifies three 
very distinct categories of disadvantaged that warrant redress, i.e. race, gender and 
disability. It therefore recognises women of all races as potential beneficiaries of AA in the 
workplace (Dupper, 2009:302). According to Benjamin (2009:103) the obligation to 
implement affirmative action measures is restricted to designated employers – those with 
more than 50 employees or whose turnover exceeds a prescribed amount. 
 
The objectives of AA as stipulated in the White Paper on Affirmative Action (1998) are: 
• To build cultural capital of all citizens that will acquaint them with communicative 
and imaginative skills necessary for creating a universally inclusive democratic 
discourse.   
• To bring about gender and racial integration of society’s elite, on the reasonable 
premise that society functions more efficiently, more equitably, more democratically 
and more harmoniously if professional, managerial, academic and the political elite 
are ethnically well-integrated.   
 
The term “Affirmative Action” evokes numerous reactions from various quarters. Fears are 
expressed such as lowering of standards, new kinds of discrimination and a general 
misconception that able whites will have to make way for less able blacks. There is also 
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some perception that AA resembles racism, unfair treatment and reverse discrimination 
(Zondi, 2009:57). 
 
Affirmative Action has been shown to be a means to achieve equality and equal 
employment in the public service (Wessels, 2005:125). AA seems to aim, legally, at the 
enhancement of the designated groups. The Green Paper (Republic of South Africa, 1997 
ch1) describes affirmative action’s pursuit of equality as a tool of social justice in civil 
society and the workplace, bridging the gap between the injustices of the past and a 
democratic future. 
 
A review of the relevant official documents reveals that the South African Government 
attaches the characteristics of affirmative action as (i) a strategy for the achievement of 
employment equity through redressing imbalances and (ii) a means to enable the 
disadvantaged to compete competitively with the advantaged society.Wessels (2005:133-
134) therefore concludes that the purpose of AA seems to be: breaking down barriers to 
equal employment opportunity for women, ending their oppression, and addressing, 
redressing and rectifying previous and existing discriminatory practices.   
 
The official documents further reveal the following purposes for AA as an intervention in 
the South African context: 
• speed up the creation of a representative and equitable public service and to build an 
environment that supports and enables those who have been historically disadvantaged 
by unfair discrimination to fulfil their maximum potential within it; 
• enhance the capacities of the historically disadvantaged through the development and 
introduction of practical measures that support their advancement within the public 
service; 
• speed up the achievement and progressive improvement of the numeric targets; 
• ensure that suitably qualified people from designated groups have equal employment 
opportunities and are equitably represented in all occupational categories and at all 
levels in the workforce of a designated employer. 
 
Since the 1990s employers have attempted through programmes of affirmative action to 
include people from historically disadvantaged backgrounds in management structures.  
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While some progress has been made in this area, management structures are still the domain 
of males. Fears have been expressed, such as the lowering of standards, new kinds of 
discrimination, and the general misconception that able males will have to make way for 
less able females.  This (it is feared) will lead to the dwindling of the bottom line, the loss of 
work ethic and the ultimate decline of the economy (Mosola, 2009:67 and Zondi, 2009:57).  
 
However, when defining Affirmative Action, Mosola (2009:75) refers to specific steps, 
beyond ending discriminatory practices, which are taken to promote equal opportunity and 
to ensure that discrimination will not recur. He further states that the goal of AA is to 
eliminate non-legal barriers to equal employment opportunity. It refers to the purposeful and 
planned placement or development of competent or potentially competent persons in 
positions from which they were debarred in the past, in an attempt to redress past 
disadvantages and to render the workforce more representative of the population on a local 
to national level. 
 
Through programmes of Affirmative Action employers have made efforts to include in 
management positions women who were previously denied such access.  While progress has 
been made in this area, management structures are still the domain of males. Records 
provided in the 2013 Eastern Cape Employment Equity Report indicated that the senior 
management ranks of the departments comprised 68% males and 32% females in senior 
management.This was in sharp contrast to the lowest level where the equivalent statistics 
were 57% women in levels 1-8. 
 
2.3Theoretical framework 
 
2.3.1 Gender equality and gender equity 
 
Camilla Stivers, one of the prominent feminist scholars in the discourse of Public 
Administration, contended that the foundations of public administration are infused with 
dilemmas of gender and harm to women (Stivers, 2002:5). Harm to women is manifested in 
their disadvantaged position in the acquisition of economic, political and organisational 
power. Furthermore Stiversreviewed the assumptions about expertise, leadership, 
management and virtue, which she thinks are “weighted with masculine and feminine 
meanings that are often masked under the rubric of neutrality”. 
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The Commission on Gender Equality (CGE) is a Chapter 9 institution in terms of the 1996 
Constitution that is aimed at promoting respect for gender equality as well as the protection, 
development and attainment of gender equality in South Africa (Mello & Phago, 
2007:147).Notwithstanding the general strides achieved in the public sector, there are 
concerns with regard to the slow rate at which women are occupying positions in the higher 
echelons. 
 
Gender equity is about exploring how gender figures in social interaction: silencing, 
marginalising and excluding women from positions of influence (Kahn & Louw, 2011:671).  
The effective implementation of gender equity depends on two key elements: the 
elimination of unfair discrimination in human resource policies; the efficient 
implementation of affirmative action to achieve equitable representation of women at all 
SMS levels, which takes place by empowering women and accelerating their advancement 
(Kahn & Louw, 2011:671). 
 
The aim of gender equality in the workplace is to achieve broadly equal outcomes for 
women and men. Gender equality is achieved when people are able to access and enjoy the 
same rewards, resources and opportunities regardless of whether they are women or men.  
To achieve this requires: 
• workplaces to provide equal remuneration for women and men for work of equal or 
comparable value; 
• the removal of barriers to the full and equal participation of women in the workforce; 
• full and genuine access to all occupations including to leadership roles for women 
and men; and 
• elimination of discrimination on the basis of gender. 
 
Many countries worldwide, including South Africa, have made significant progress towards 
gender equality. Achieving gender equality is important for workplaces not only because it 
is fair and the right thing to do, but it is also vitally important to the productivity of a 
department and to the productivity of our nation.South Africa has committed to the 
promotion of gender equality through various pieces of legislation and policy initiatives, and 
is a signatory to various international and regional gender instruments (Penceliah, 
2011:868).   
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The resolve to address the gross inequalities of the past was put forward by the first 
democratically elected president, Nelson Mandela, who set the tone for gender equality in 
South Africa. In his first State of the Nation Address he declared that there would be no 
freedom without the total liberation of women in society. His successor, former President 
Thabo Mbeki, also reinforced the empowerment and employment of women. It was during 
his term of office that the first female deputy president was appointed. Also, many 
programmes and policies were put in place to promote gender equality in government 
structures. Women representation during the presidency of President Mbeki was as follows: 
in Parliament 32.65%, in Cabinet 42.5% and in local government 37% women (Republic of 
South Africa, 2008:4).   
 
President Zuma, like his predecessors, is also committed to gender equality in the 
workplace. During the presidency of President Zuma the situation is as follows: in 
Parliament 37.5% women, in Cabinet 42% and in local government 40% (Mbola, 2009, 
cited in Kahn & Louw, 2011:672).  Although there is an increase in women’s representation 
in parliament and local government, the South African government has not achieved its 
gender equity targets.  It would be encouraging if the set targets are achieved during his term 
of office. 
 
To conclude, gender mainstreaming is a globally accepted strategy for promoting gender 
equality.  It is a strategy, an approach and a means to achieve the goal of gender equality.  A 
shortage of women in government sectors, nationally and provincially has illustrated the 
need for gender and mainstreaming in senior management.With regards to the public 
service, the Public Service Report 2010, states that although there is a reason to celebrate the 
progress made regarding race representivity, there is equally reason to be concerned about 
the lack of progress being made with gender mainstreaming. 
 
2.3.2 The women empowerment programme 
 
In 2007, the then Minister for Public Service and Administration Geraldine Fraser-Moleketi, 
launched the Heads of Departments’ 8-Principle Action Plan for Promoting Women’s 
Empowerment and Gender Equality, to accelerate progress towards the advancement of 
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women and the achievement of gender transformation in the public service. The Action Plan 
was launched with the purpose to systematically and programmatically address inequality 
and the achievement of gender equality.  
 
Among the principles outlined in the Head of Departments’ 8-Principle Action Plan, the 
three referring directly to women are: (i) Transformation for non-sexism – which refers to 
promoting and protecting human dignity and human rights of women, including the rights of 
women with disabilities; (ii) Meeting equity targets, ensuring women’s full participation in 
decision-making through the employment of 50% women at all levels of the Senior 
Management Service (SMS); (iii) Empowerment – referring to capacity development for 
women’s advancement and gender equality. 
 
During the month of August, the Director-Generals or the Heads of Departments of all 
government departments are expected to host the Public Service Women Management Week 
to assess the progress made in implementing the principles. In the State of the Nation 
Report, 2008, the former Minister of Public Service and Administration, Ms Fraser-
Moleketi, suggested that the principles of women empowerment be incorporated in 
departmental action plans and that Heads of Departments should ensure full implementation.   
 
To reinforce the Minister’s vision, the second Public Service annual conference held in 
August 2009 provided a platform for the public service to measure progress made in 
promoting gender equity. The conference found that it was necessary to introduce a training 
programme for the public service, which sought to strengthen their capacity and to ensure all 
levels of the public service include gender considerations in their daily planning and 
programming activities. The programme also encourages women in management to mentor 
and coach other women (Penceliah, 2011:876). 
 
2.3.3 Unfair Discrimination 
 
Discrimination, according to the concise Oxford dictionary, means to make an unjust 
distinction in the treatment of different categories of people, especially on the grounds of 
race, sex or age.Post-1994, South African legislation underwent a major reconstruction in 
order to remove all previous discrimination (Jongans, 2006:32).In 1996, South Africa 
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publicly declared its stance against discrimination against women by ratifying the 
Convention on the Elimination of all forms of Discrimination against Women (CEDAW) 
and signing treaties such as the United Nations Millennium Declaration and its 
Development Goals in 2000 and the Commonwealth Plan of Action on Gender Equality 
2005-2015 (Kahn & Louw, 2011:669). These commitments showed South Africa’s 
dedication to enhancing women’s equality by determining gender equity targets, which 
directly affected women’s representation in senior management service (SMS) positions in 
the South African public service.   
 
Chapter 2 of the EEA section 5 states that every employer must take steps to promote equal 
opportunity in the workplace by eliminating unfair discrimination in any employment policy 
or practice.According to Du Toit (2009:142), South Africa is one of the few countries in the 
world, if not the only one, to have created a legal category of unfair discrimination. He also 
argued that it is one of the very few countries to have suffered policies of enforced racial 
discrimination in recent times.   
 
Section 6 (1) of the EEA prohibits discrimination on the basis of gender. The only real 
physical difference that can be acceptable is that women give birth to children and men do 
not. Even the time-honoured view that only men can perform work involving physical 
strength and endurance will not justify a general exclusion of women from such work 
(Grogan, 2005:217).The EEA aims to ensure that the legacies of apartheid are redressed in 
the workplace and that employment equity is achieved by promoting equal opportunity and 
fair treatment through the elimination of unfair discrimination and the implementation of 
affirmative action measures to advance historically disadvantaged groups, including women 
(Thomas, 1999:4). 
 
Section 6 of the EEA also prohibits unfair discrimination against employees or job 
applicants. According to Tinarelli (2000:2), the aim of the EEA is to eliminate unfair 
discrimination in the workplace and ensure that employers take active steps to accelerate the 
advancement of people from previously disadvantaged groups. Through programmes of 
affirmative action employers are making efforts to include in management structures people 
from historically disadvantaged backgrounds who were previously denied such access. 
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Whereas men are dominant in higher decision-making levels in the formal sector as 
managers, directors and doctors, women are in support roles working as secretaries, 
receptionists and nurses (Olivier, 2009:236).Figures provided by the Employment Equity 
Report, of 12 departments in the Eastern Cape Province employing, in total,137 522 
employees as at 31 March 2013, indicated that senior managerial ranks of departments 
comprised of 32% of women.Through programmes of affirmative action, companies have 
made efforts to include in managerial structures people from historically disadvantaged 
backgrounds who were previously denied such access.  While some progress has been made 
in this area, management structures are still the domain of white males. 
 
2.3.4 Equitable representation – Why more women? 
 
One of the vital criteria used to measure progress with regard to the transformation process 
is representativeness (Wessels, 2008 quoted in Kahn & Louw, 2011:670), which not only 
tests whether public institutions have achieved gender equality and equity, but measures its 
state of transformation (Republic of South Africa 1995:23).Section 9 of the Constitution of 
South Africa, 1996 guarantees the equality of women in the South African public service.  
Section 195(1)(i) of the SA Constitution, 1996, states that “Public administration must be 
broadly representative of the South African people with employment and personnel 
management practices based on ability, objectivity, fairness, and the need to redress the 
imbalances of the past to achieve broad representation.” 
 
Representativeness as a concept is closely related to the concept of affirmative action, as 
affirmative action programmes are usually accompanied by guidelines on the representation 
of the various population groups in the public service. These guidelines usually include 
targets or quotas to be met (Wessels, 2005:134). According to section 15(3) of the EEA, 
there is an obligation on employers to promote equitable representation in their workforce, 
which includes preferential treatment and numerical goals, but excludes quotas. 
 
Even though the Act specifically states that the obligation on employers to promote 
equitable representation excludes quotas, the Code of Good Practice, 1999, reiterates that 
numerical goals should be developed for the appointment and promotion of people from 
designated groups. The purpose of these numerical goals is two-fold: 
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(i) To increase the representation of people from designated groups in each 
occupational level and category in the employer’s workforce where under-
representation has been identified. 
(ii) To make the workforce reflect the relevant demographics as provided for in form 
EEA 8. 
 
It seems that representativeness is used to evaluate the success or failure of public service 
transformation. Representativeness as a criterion to measure the success of the 
transformation of the public service to an equal employment service, probably comes from 
the White Paper on the Transformation of the Public Service (Republic of South Africa 
1995, sec 10.1), which states that representativeness is one of the main foundations of a non-
racist, non-sexist and democratic society, and as such is one of the key principles of the new 
Government (Wessels, 2005:135). 
 
In this regard Thompson and Woolard (2002:12) refer, for example, to the non-
transformation on a non-managerial level that appears to have resulted in a broadly 
representative public service.Thompson and Woolard (2002:15) go on to refer to the overall 
picture of the representativeness of women in the public service, stating that it appears that 
the public service is a long way off from achieving the 50% female representation suggested 
by their representation in the economically active population. 
 
2.3.5Numerical goal setting 
 
According to Esterhuizen (2008:22), numerical goal setting refers to the process of 
determining the current representation and/or under-representation of each EE group in each 
occupational category and level. Targets are set to improve the representation of the various 
groups in occupational categories.The South African Constitution requires public sector 
organisations to ensure that they reflect the demographics in all its diversity, not only to 
meet numerical targets, which are important, but also to promote a vibrant work 
environment (Penceliah, 2001:872). To the extent that parliaments in a democracy aim to be 
a mirror image of society, they must reflect all elements of that society. Sex is the most 
basic demographic factor in any society (Guidelines for enhancing women’s 
representation... undated). 
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Scholars agree that it is of utmost importance to have equal numbers of women and men in 
leadership positions. Some views and arguments for this position are summarised below:  
• Women account for approximatelyhalfthe population and therefore have the right to 
be represented as such. 
• Women’s experiences are different from men’s and need to be represented in 
discussions that result in policy-making and implementation.   
• The interests of men and women are different and even conflicting and,therefore, 
women are needed in representative institutions to articulate the interests of women. 
• Women are able to achieve solidarity of purpose to represent women’s interests 
when they achieve certain levels of representation. 
• The equal representation of women and men enhances democratisation of 
governance in both transitional and consolidated democracies. 
 
The most successful way of bringing about genuine transformation in any company is to 
allow each departmental manager to set his or her own departmental targets. Obviously, 
guidelines, informed by internal and external statistics, are necessary to enable the manager 
to make these decisions (Thomas, 1999:58). Targets must, therefore, be realistic and 
achievable. These targets must be presented to the employment equity committee for 
discussion and debate, and consensus must be reached on the final targets set. 
 
Government made it clear that all organisations have to comply with the legislation and if 
they do not they will have to pay fines. The intention of the legislation is to remove 
discrimination that has prevented the vast majority of the population from attaining adequate 
levels of education and jobs. It also provides for preferential treatment for those who were 
previously disadvantaged (Jongans, 2006:30). 
 
Thomas(1999:59) also indicated that it is important that departmental managers are 
evaluated on their progress or otherwise in achieving the targets that have been set. Target 
setting is not simply a case of randomly producing numbers. It requires the deliberations and 
analysis of the strategic objectives of the department as a whole. The following 
considerations should be taken into account when setting targets: (i) expansion of the 
company; (ii) retirement; (iii) promotions and transfers; (iv) natural staff turnover.  
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2.3.6Demographic representation 
Table 1: Profile of the national EAP by race and gender 
Male Female 
AM African male 40.7% AF African female 34.2% 
CM Coloured male   5.8% CF Coloured female   5.0% 
IM Indian male   1.9% IF Indian female   1.1% 
WM White male   6.4% WF White female   4.9% 
TOTAL 54.8% TOTAL 45.2% 
Source: Commission for Employment Equity Annual Report 2012-2013 
 
Table 1 provides the national demographic data on gender and the economically active 
population. The ultimate aim is that the employment profile should mirror the demographics 
of the economically active population.   
Table 2: Public servants by Gender – Eastern Cape Province as at 31 March 2012 
 
Race 
31 March 2012 
Gender 
Female Male 
N % N % 
African 603 579 45.47 447 113 33.68 
Asian    21 746   1.64   21 441   1.62 
Coloured    62 851   4.73   48 078   3.62 
White    72 325   5.45   50 415   3.8 
Total 760 501 57.29 567 047 42.71 
Source: Public Service Affirmative Action and Employment Equity Report 2011-2012 
 
Table 2 indicates that in terms of the workforce distribution by gender, females constitute 
57.29% and males 42.71% of the Eastern Cape population.  The workforce distribution is 
based on the Quarterly Labour Force Survey (QLFS) published by Statistics South Africa on 
the Economically Active Population (EAP). The EAP is meant to provide guidance to 
employers in order to assist them in determining the resource allocation and subsequent 
interventions that are needed to achieve an equitable and representative workforce. 
 
The Business Day (16 August 2013) reported that the BusinessUnity South Africa and other 
leading labour lawyers had indicated that it was a misinterpretation that companies would be 
forced to align the representivity of their workforce strictly with population demographics.  
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Critics of the amendment Bill have slammed it for removing factors that would justify a 
company being unable to hire on the basis of demographic criteria, such as the pool of 
suitably qualified people available and that reasonable steps should be taken by an employer 
to appoint and promote people from designated groups.   
 
A debate on SAFM on 30 July 2013 argued the use of national demographics in determining 
representivity, rather than provincial demographics. It was argued that the country is big 
geographically, provinces may not have other race groups, people are living in the regions 
(provinces) and have more opportunity in the provinces where they live, hence supporting 
the use of provincial demographics. 
 
In addition to the demographics for the purpose of comparing the number of employees 
from designated groups with the relevant demographic area, employers should take the 
following into account – the availability of suitably qualified people from designated groups 
in the relevant recruitment area. The relevant recruitment area is defined as that geographic 
area from which the employer would reasonably be expected to draw or recruit employees 
(Code of Good Practice, 1999). 
 
For the public service workplace to reflect the demographics of South Africa, women should 
occupy 50%of managerial positions. This gives rise to the question whether it is still 
necessary to continue affirmative action policies in South Africa.  Although this study gives 
a limited view on the implementation of affirmative action, a timeframe is necessary for 
abolishing affirmative action in employment categories where equity has been reached. The 
challenge after the abolition of affirmative action policies will be to maintain equity so that 
history is not repeated (Mello & Phago, 2007:151). 
 
2.3.7The Glass Ceiling concept 
 
The glass ceiling is a form of gender discrimination. The term refers to the invisible barriers 
that prevent women from climbing the ranks of management because the upper level and 
executive positions are given to men. The term ‘glass ceiling’ refers to situations where the 
advancement of a qualified person within the hierarchy of an organisation is stopped at a 
lower level because of some form of discrimination, most commonly sexism or 
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racism(FASSET, 2009:40).Glass ceiling policies are unwritten, and sometimes referred to as 
the old boys’ network, but whatever it is called, it is another form of gender discrimination. 
 
A workplace that is equally appealing for women and men will provide access to the entire 
talent pool. As women are increasingly becoming more highly educated than men, a 
workplace that is not attractive to women risks losing the best talent to competitors. A 
considerable body of research suggests a link between gender equality and better 
organisational performance. While there are a range of reasons to explain this link, one 
factor is that diversity brings together varied perspectives, produces a more holistic analysis 
of the issues an organisation faces and spurs greater effort, leading to improved decision-
making. 
 
In an interview on SABC2 Morning Live channel on 5 September 2013 it was indicated that 
skills needed for leadership are found naturally in women so it does not make sense not to 
include them in decision making positions. In line with this statement, the failure of the 
South African organisations to tap meaningfully into the pool of qualified women represents 
a lost opportunity for growth and development of the country (Ndinda & Uzodike, 
2012:121).  
 
In South Africa the barriers to women’s advancement to top management are historical, 
structural and social (Ndinda, et. al., 2008 cited in Ndinda & Uzodike, 2012:121). During 
apartheid business leadership was predominantly white male-dominated and there was no 
representation of black women in the whole apartheid system. Culture and tradition also 
explain the absence of black women from top leadership (Ndinda, 2009, cited in Ndinda & 
Uzodike, 2012:121). In a lot of African cultures women are considered subordinate to men.  
The idea of a leader is generally that of a man and not a woman. Prejudice and deep-rooted 
sexism in the society has meant that boards do not actively seek out women to become 
board members.  
 
The ‘old boys club’ attitude may explain the advancement of men into top leadership 
(Msomi, 2006,cited in Ndinda& Uzodike, 2012:122). When positions of leadership arise, 
men who control power and influence are more likely (due to gender bias) to think about 
other men as deserving of leadership positions rather than women. In this way women 
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disappear or are marginally factored into consideration for off-top leadership. Writing about 
South Africa, Msomi, 2006,cited in Ndinda & Uzodike (2012:123) notes that the barriers to 
women’s representation on boards include racism, sexism, subversion and deliberate 
misinterpretation of the EEA to suit the employers’ prejudices, the apartheid legacy that 
meant corporate leadership comprised of white males, the limited pool of qualified and 
experienced women, the low retention rate of women and the patriarchal mentality of men 
who view, dismiss and label brilliant, assertive women as arrogant, among other things.   
 
The World Economic Forum has found a strong correlation between a country’s 
competitiveness and how it educates and uses its female talent. It states, “...empowering 
women means a more efficient use of a nation’s human talent endowment and ... reducing 
gender inequality enhances productivity and economic growth. Over time, therefore, a 
nation’s competitiveness depends, among other things, on whether and how it educates and 
utilizes its female talent”.By balancing the scales of equality, men and women will have an 
equal chance to contribute both at home and in the workplace, thereby enhancing their 
individual well-being and that of society. 
 
There is a system of patriarchy in South Africa in which women experience different forms 
of male domination and oppression according to their class, status and cultural backgrounds.  
The struggle for the freedom of women must be linked with the removal of all systems that 
dominate them.There is a perception regarding discrimination of women for promotions into 
senior positions in the support service staff sector. The higher up the ladder you go, the 
fewer women there are. While women are in the majority at lower levels, the numbers drop 
significantly at senior and top management positions.Obviously much still needs to be done 
to groom women for senior management positions. More women need to follow in the 
footsteps of the few who have reached the top. 
 
A number of factors contribute to the ‘glass ceiling’ effect for women in management 
including, amongst others:  
• male domination of corporate cultures, especially at top management level, means 
that organisations are oriented towards the traditional role of men in society; 
• men are considered as the default leaders - masculine and male leadership are still 
considered to be the default forms. Women are viewed as ‘atypical’ leaders as the 
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characteristics considered most valuable in leaders (assertiveness and being non-
emotional) are at odds with the stereotypical ‘feminine’ image; 
• certain feminine characteristics are seen as incompatible with high-powered jobs.  
Undesirable feminine characteristics from the perspective of a male-dominated 
corporate culture, include the fact that women are less confident in their own 
abilities, that they are considerably less driven by competition, and that they tend to 
be more risk averse than men. Furthermore, many women display a level of 
ambivalence towards promotion and top management because of conflicts between 
these opportunities and their quality of life; 
• there is lack of women role models, mentors and networking 
opportunities.Inadequate access to role models, mentors and networks is a critical 
problem for women, and even more so for black women. These relationships are 
critical for individuals to gain access to, and be supported in achieving the types of 
opportunities that lead to promotion to top management;  
• unintended consequences of affirmative action also play a role. Key among these are 
issues of tokenism. 
 
2.4The Role of women in management 
 
It is a fact that boys and girls in most societies are socialised differently in their early lives 
and this is played out in the workplace later in their lives where men always want to be in 
charge or dominate (Lambani, 2013:100). Although women managers are likely to 
beundermined by both male and female staff members, their contribution in the workplace 
exceeds by far people’s expectations if viewed objectively. Despite the acknowledgement 
that females who are in managerial positions have a transactional leadership style, which is 
now considered most effective, empirical evidence shows that male traits are still the 
prevailing criteria in the selection of leaders (Manwa, 2002:72).The labels and negative 
attributions ascribed to women as being weak rather than feminine always results in people 
not appreciating their positive communication style.  
Although women are accorded the opportunity of being in the managerial positions, there 
are cultural and social barriers which hinder them from being as able managers compared to 
their male counterparts. Most women in management positions are liable to encounter a 
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range of special difficulties rooted in the cultural values.  According to Stivers (2002:74) the 
female style of management includes being participative, collaborative, cooperative, 
responsive, nurturing and caring. Such attributes are closely associated with women’s 
experiences and feminity.  
Male subordinates tend to resent being held accountable to a woman and they consciously or 
unconsciously try to create a bad impression about a woman’s leadership style, defy or 
bypass their authority and give them passive treatment. The stereotype that men and women 
have different managerial styles, and that the managerial style of men is better suited to the 
pursuit of corporate excellence has been a troubling barrier to the advancement of women in 
management (Lambani, 2013:101). 
 
Women managers are perceived as being less aggressive and independent than their male 
counterparts though typically possessing better interpersonal skills.  Most men still hold a 
stereotype perception of women being dependent, passive, non-competitive, illogical, less 
competent and less objective. Stivers (2002:56) further asserts that women are expected to 
be caring and nurturing, causing for women the dilemma of dealing with the contrariety of 
being a professional expert and being a woman at the same time, with all of the societal 
expectations each role requires. 
Mmoko (2004) cited in Lambani (2013:101), alluded that women subordinates pose a 
serious problem to their women managers because of the lower hierarchy jobs they are 
meant to perform. Women who blindly accept the traditional pink and blue syndrome may, 
like their male counterparts, resent the presence of a female superior. Some women 
subordinates feel it lowers their own status to have to take orders from another woman.   
 
Men and women bring different strengths and competencies to the management table. In the 
area of gender and management the work of Schein (1992) has greatly influenced the 
research on gender differences in leadership styles as well as the leadership styles 
considered appropriate for managerial positions. Schein’s studies also confirmed that male 
traits were generally associated with traits considered appropriate for managerial positions.   
In 2007, the then Minister for Public Service and Administration, Geraldine Fraser-
Moleketi, launched the Heads of Departments’ 8-Principle Action Plan for Promoting 
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Women’s Empowerment and Gender Equality, to accelerate progress towards the 
advancement of women and the achievement of gender transformation in the public service.   
2.5Selection and appointment of women to senior management positions  
 
In terms section 20(3) of the EEA, Thomas (1999:89) wrote that when recruiting new 
employees from designated groups, suitably qualified for a job is determined by any one of, 
or any combination of formal qualifications; prior learning; relevant experience; or capacity 
to acquire, within a reasonable time, the ability to do the job. Discrimination on the grounds 
of lack of relevant experience alone is considered to be unfair discrimination (Thomas, 
1999:89). 
 
Recruitment is the process by which offers of employment are solicited and is normally 
done by advertising. Recruitment methods may discriminate against groups directly or 
indirectly. An advertisement that expressly excludes certain persons (for example, females) 
from applying is directly discriminatory (Grogan, 2005:225).Chapter two of the SMS 
Handbook has a detailed focus on the recruitment and selection of members of the SMS.  
The intention is to encourage good practice and to develop uniform norms and standards 
with regard to selection and recruitment, conditions of service, performance assessment, 
conduct and ethics and the termination of employment (Fraser-Moleketi, 2006:118). 
 
When employers engage in procedural fairness in hiring the disadvantaged groups and make 
the hiring rules known to other employees, those hired are perceived to be hired on their 
qualifications. This requires that managers ensure transparency in recruitment, selection, 
training and promotion processes and seek the advice and participation from workplace joint 
committees, comprising the employer and employee representatives, as required by the 
Labour Relations and Employment Equity legislation.   
 
Bearing in mind that merit is commonly regarded as an essential value of public 
administration, it is significant that the White Paper on Human Resource Management in the 
Public Service (Republic of South Africa 1997 par 17) states that it must be defined within 
the context of employment equity. It is, therefore, important to note that both the preferential 
treatment of women and the merit principle are critical aspects of accelerating the 
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appointment of qualified women to managerial positions in the public service (Mello & 
Phago, 2007:147). 
 
Merit refers to the principle of recruiting, selecting, promoting and dismissing employees on 
the basis of their performance, expertise and technical qualifications (Fox and Meyer, 1995, 
cited in Wessels, 2005:131). The concept is still regarded as an essential value in the public 
service. Preferential treatment of women and other designated groups envisaged in the 
Employment Equity Act is coupled with the merit principle laid down by section 11(b) of 
the Public Service Act, 1994 (Act 103 of 1994). 
 
However, it is argued that obstacles such as inadequate training and experience as well as 
discrimination in the workplace should first be eliminated before merit can become the only 
criterion for appointment and promotion. 
 
2.6Employment Equity Plans- preparation, implementation and monitoring 
 
Section 20(1) of the EEA states that a designated employer must prepare and implement an 
employment equity plan which will achieve reasonable progress towards employment equity 
in that employer’s workforce.The EEA therefore promotes the development and 
implementation of employment equity plans by government departments within the public 
service. The plans are intended to set goals to achieve the equitable representation of 
suitably qualified persons as stipulated on the EEA s20(2)(c). The plans can, therefore, be 
said to represent a strategy used to achieve the goals of employment relations for the 
departments. 
 
The plan must identify the AA measures that the employer will implement and set numerical 
goals and timetables for achieving equitable representation of suitably qualified employees 
in all occupational categories and levels (Benjamin, 2009:103). In order to develop a 
realistic employment equity plan, employers are requested to analyse their current 
workforce demographics in all occupational categories and levels in relation to the national 
and regional pools of suitably qualified, economically active people from designated groups 
whom they may reasonably be expected to approach (Thomas, 1999:18). 
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Bendix (2006:136) states that the employment equity plan must include the following: 
• Affirmative action targets where under-representation has been identified, the 
qualified goals to achieve equitable representation of suitably qualified persons from 
designated groups within each occupational category and the level in the workforce 
must be specified.  
• Measures to identify and eliminate employment barriers, including unfair 
discrimination which adversely affects persons from designated groups. 
• The objectives to be achieved for each year of the plan. 
• The numerical goals to achieve equitable representation of people from designated 
groups within the workplace, a timetable within which this is to be achieved, and 
strategies showing how objectives other than numerical goals are to be achieved. 
• The duration of the plan (not shorter than one year and not longer than five years). 
• Procedures that will be used to monitor and evaluate the implementation of the plan 
and whether reasonable progress is being made towards bringing about employment 
equity.  
 
The plan should reflect the designated employer’s programme for employment equity 
implementation. It represents the critical link between the current workforce profile and 
possible barriers in employment policies and procedures, as well as the implementation of 
remedial steps to eventually bring about employment equity in the workplace (Code of 
Good Practice, 1999). 
 
Chapter 3 of the EEA requires that employers take certain affirmative action measures to 
achieve employment equity.  These include: 
• Consulting with unions and employees in order to ensure that the plan is accepted by 
everybody. 
• Analysing all employment policies, practices and procedures, and preparing a profile 
of the workforce in order to identify any problems relating to employment equity. 
• Preparing and implementing an employment equity plan setting out the affirmative 
action measures they intend to take to achieve employment equity. 
• Reporting to the Department of Labour on the implementation of their plan so that 
the Department can monitor their compliance. 
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• Displaying a summary of the provisions of the Act in all languages relevant to their 
workforce. 
 
In accordance with section 19(2) of the EEA, a designated employer is required to conduct 
an analysis and compile a workforce profile to determine the degree to which employees 
from the designated groups are under-represented.  A workforce profile is compiled, firstly, 
by establishing which employees are members of designated groups and, secondly, by 
comparing the number of employees from designated groups with relevant demographics 
(Tinarelli, 2000:73). 
 
Chapter 4, section 28 of the EEA, refers to the establishment of a Commission for 
Employment Equity (CEE) which has advisory, research and monitoring responsibilities in 
respect of the implementation of the EEA as a whole.In section 30(1) and (2) the functions 
of the CEE are stipulated which, amongst others, includes research and reporting to the 
Minister on any matter relating to the application and implementation of the Act. 
 
The Employment Equity Act is among a raft of South Africa’s labour laws currently being 
amended by Parliament. The other labour laws currently undergoing a review are the Labour 
Relations Act, the Basic Conditions of Employment Act and the newly-introduced 
Employment Services Bill.  Kholeka Mputa, Assistant Director of Policy and Development 
at the Department of Labour’s EE Directorate, indicated in a workshop hosted by the 
Department of Labour on 21 August 2013 that the amendments will allow for fines to be 
increased. She said that some employers have not been complying because they could 
budget for fines. The new fines would be made to bite, she said. The fines would keep up 
with the inflation rate. The fines would be determined in accordance with the number and 
severity of transgressions. It would be better for an employer to do the right thing all the 
time rather than be compelled.   
 
The amendments to the EEA are intended to give effect to fundamental constitutional rights 
to equality, fair labour practices and protection against unfair discrimination. The new 
Employment Equity Act will make it compulsory of all employers, irrespective of their size, 
to submit their annual EE plans with the Department of Labour. The new law also seeks to 
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strengthen the implementation and enforcement mechanism of the Act and ensure equal 
payment for work of equal value. 
 
Bheki Gama, Department of Labour’s Chief Director in the Eastern Cape lamented the state 
in which companies do not have EE forums, junior human resource practitioners are 
delegated to take charge of EE, some employers do not have EE plans, employers who 
submit reports way after the closing date, and they submit incorrect and inaccurate 
information. Gama said that employment equity should not be relegated to juniors.   
 
Employment equity should be seen as a business imperative not as an administrative burden.  
If employment equity is seen as a burden, that risk committing what is called ‘malicious 
compliance’ wherein employers submit just for the sake of compliance. He further alluded 
that when transforming business, it translates to the economy and later to the country.  
Meaningful growth in the economy should start in the workplace through diversification of 
demographics and turning workplaces into centres of excellence in which all are given 
opportunity to excel. 
 
2.7Barriers to the implementation of Employment Equity 
 
There is considerable evidence (Buckland et.al., 1996, cited in Moloi, 2007:466) that 
women are greatly under-represented in management positions. Sebakwane (1992) attributes 
this disparity to patriarchy (Moloi, 2007:466). Women remain newcomers in top 
management and South Africa is no exception, and major barriers hold back women’s 
progress in management (Yona, 2001:31). Most of the controversies and problems 
surrounding affirmative action arise not from the principle as such but from the manner in 
which affirmative action is implemented.  
 
Wrong implementation occurs because organisations see affirmative action as a political 
imperative with which they have to comply, and not as a business objective which is needed 
to be sustainable within the framework of the organisational objectives, one of which would 
have as effective and competent a workforce as possible.Consequently, persons are 
appointed in affirmative action positions or are imposed on the organisation merely to 
window-dress or to fill quotas, usually without due consideration of suitability for the 
position or the possibility of support and development. Unless affirmative action is tied to 
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valid selection procedures which test relevant competencies or potential and are 
accompanied, where necessary, by a developmental programme, the myth that affirmative 
action appointees are no good becomes a reality (Mosola, 2009:81).  
 
According to Esterhuizen (2008:36) various barriers to the implementation of EE and AA 
programmes have been identified.  Barriers include individual, organisational and national 
aspects. Individual aspects refer to people’s perceptions, stereotypes and expectations, 
organisational aspects refer to organisational policies, procedures, culture and management 
processes. Nationally, an aspect such as skills shortage poses an obstacle to the 
implementation of EE.   
2.7.1 Barriers on an individual level 
 
Individual barriers to the implementation of EE pertain to the attitudes, values, stereotypes 
and perceptions of individuals (Leonard & Grobler, 2005 cited in Esterhuizen, 2008:37).  
Wilinson (1995:9) quoted in Yona (2001:23) mentions that few men who have worked with 
women who treated them as equals. Women have been traditionally described as emotional, 
uncommitted, manipulative, lacking in judgement, weak and compliant. These 
characteristics hardly make women good managers where power is to be exercised over 
others for achievement of goals. 
 
2.7.1.1 Attitudes and Stereotypes 
 
Gender stereotypes are hard to break, and like it or not, we are all prone to engaging in 
stereotyping at one time or another. Some males still have low expectations of women’s 
abilities. Women who pursue their goals and are promoted on merit and not through 
preferential treatment are still labelled as EE appointments. Even if they were appointed 
owing to their experience and skills, other employees might think they were promoted 
because of EE requirements. 
 
Gender stereotyping occurs when employees are judged according to traditional stereotypes 
based on gender. Culturally based prescriptions of acceptable gender behaviour are salient 
features of such discriminatory attitudes. Women are traditionally socialised to be passive, 
deferential and soft-spoken while men have traditionally been socialised to be aggressive, 
forceful and dominant (Mello & Phago, 2007:153). Individuals not conforming to these 
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attributes are subject to criticism, outright prejudice and hostility and therefore it becomes 
difficult for women to find a place in top and senior management positions in the public 
service. 
 
If women act consistent with gender stereotypes they are considered too soft; if they go 
against them, they are considered too tough (FASSET, 2009:45) refers to this as a ‘damned 
if you do, damned if you don’t’ situation.  For females to be acceptable in management, they 
are forced to deny their feminine characteristics and adopt masculine ways of managing.  
Females were perceived not to be managerial material because they did not possess male 
traits such as confidence and competitiveness and were perceived to be emotional (Manwa, 
2002:72). 
According to Hays and Kearney (1990:217) the reason for the slow inclusion of women in 
top and senior positions is that they must demonstrate their abilities before being promoted.  
Hays and Kearney further argue that if a woman fails, then she is, unfortunately, seen as 
representative of all women (Mello & Phago, 2007:148). 
2.7.1.2.The default leader: male 
 
In society as a whole, men are still viewed as ‘default leaders’ and women as ‘atypical 
leaders’. Sex stereotyping of women as passive and timid is at odds with traditional 
stereotypes of leadership. Men and women’s leadership styles differ, and corporate 
environments tend to value the masculine style more, particularly in top management 
(FASSET,2009:44). The key differences between male and female leadership and 
management styles are considered to be the following: 
• Men are seen as more restrained, steady and able to work well under pressure. They 
are considered to take more traditional and thoughtful approaches to problem 
solving, and to minimise risks by learning from past experiences. 
• Women are still perceived to make less effort to keep their emotions in check.  
However, they are considered to be able to operate with a great deal of energy and 
enthusiasm and keep others informed of what they are thinking and feeling. Women 
also put more emphasis on setting goals, meeting deadlines, and monitoring work. 
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Characteristics associated with males were those that were required for upward mobility into 
senior management levels. This is suggesting that female characteristics were not considered 
appropriate for upward mobility into senior management levels.  Furthermore, females were 
effectively excluded from successfully competing for senior management positions because 
of their gender (Manwa, 2002:72). 
The male leader is noticed to have overall authority and controls information and resources 
(Yona, 2001:23). The reasons for this include the perpetuation of the status quo including 
issues such as: “because this is the way things have always been done”, old boys’ networks, 
men-only-clubs, decision-taking at male oriented social activities, identification of potential 
managers according to traditional models, linear career patterns which do not allow child 
care and a lack of women policy-making positions.When women exhibit traditionally valued 
leadership behaviours such as assertiveness they tend to be seen as competent but are not 
well-liked – more feminine leadership styles, on the other hand, lead to questions of their 
leadership skills. 
 
2.7.1.3 Perceptions 
 
It is an acknowledged phenomenon that women have to work much harder than men to earn 
respect and prove their capabilities. This is because men and women executives tend to be 
judged according to different standards: bosses and peers value men who seek out positions 
of authority and influence. Men who employ short-range, hands-on, practical strategies 
together with a forceful, assertive, and competitive approach to achieving results are seen as 
the most effective. The opposite is true for women: these same characteristics are not 
viewed as more effective.  Instead, women who are accommodating to the needs of others, 
consult widely, and demonstrate an active concern for other people in the organisation are 
seen as more effective. 
 
Sex role stereotyping of the managerial position might well be a barrier to the advancement 
of women. Schein & Mueller (1992:440) demonstrated that the managerial position was sex 
typed as a male occupation. She found that both sexes perceived that the characteristics 
required of a successful middle manager were perceived as more commonly held by men in 
general than women in general.This association between sex role stereotypes and 
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perceptions of requisite management characteristics can be a factor in limiting the number of 
women in management positions. 
 
It is also an acknowledged fact that when it is difficult to prove competence as is the case 
for candidates for top management positions; recruiters will tend to choose people similar to 
them. As men are generally currently the majority in power positions, the problem is 
perpetuated.Women who do advance tend to be those who are not perceived to be a threat to 
their male colleagues. Many of these additionally accept the status quo and do little in the 
way of promoting change for other women. 
 
2.7.2 Organisational aspects 
 
Women face manifold organisational barriers that deny them access to top management 
positions, which include less support for career making than their male counterparts enjoy, 
and being excluded from important networks that are crucial to their careers (Kahn & Louw, 
2011:673). Organisational barriers to EE are those aspects presented by organisational 
policies and procedures. Examples include increased costs, focus on numbers versus 
transformation, lack of communication, management resistance, leadership styles. 
 
2.7.2.1 Increased costs 
 
Costs to the organisation may be created by having to offer higher salaries in order to attract 
employment equity candidates. This may create salary discrepancies and make it 
unaffordable to maintain sustainability.  Further costs may occur because of high turnover of 
skilled male staff who may think of resigning owing to perceptions of unfair promotions and 
lack of career advancement. 
 
2.7.2.2 Focus on numbers versus transformation  
 
Through the reporting requirement of section 20 of the EEA, organizations are evaluated in 
terms of how well they meet their employment equity targets. However, only focussing on 
numbers will not achieve the transformation that is needed.According to Allais (2005:44) 
equity demands that the public service remove glass ceilings. Allais (2005:45) further 
mentions that glass ceiling barriers will continue to deny untold numbers of qualified 
women opportunities to compete for and hold executive-level positions in all government 
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departments until line managers implement and are held accountable for ensuring gender-
mainstreaming practices when discharging their duties (Mello & Phago, 2007:154). 
 
2.7.2.3 Lack of communication 
 
The EEA requires that organizations consult with and inform employees about EE 
programmes. However, there is a general lack of communication regarding the rationale and 
benefits of EE and AA. There do not appear to be any interdepartmental, sectional or 
divisional meetings and programmes of action in government departments. The existence of 
such initiatives may ensure that regular reviews and adjustments are made and that general 
challenges are confronted using a uniform and concerted approach (Lemon, 2005: 42-44). It 
is, therefore, imperative that such support initiatives are put in place to expedite the training 
and development of women in managerial positions as well as potential women managers 
(Mello & Phago, 2007:154). 
 
2.7.2.4 Management resistance 
 
Many leaders of departments do not regard EE and AA programmes as a strategic 
management issue and, as a result, there is lack of management commitment to the process 
(Esterhuizen, 2008:41). Recruitment and selection barriers and the formal policies and 
informal processes of organisations often prevent many women from reaching senior 
management positions. Many jobs are still seen as “men’s” or “women’s” jobs and this 
influences the intake of a gender to organisations. During the selection process it is felt that 
senior management see a woman first, and a professional second (Yona, 2001:27). 
 
2.7.3 National aspects 
 
In South Africa, particularly, submissiveness and shyness learned by black women in 
traditional cultures are interpreted as a sign of poor leadership skills. Women are not 
empowered and mentored to believe in themselves, that they can fill a senior position, 
because women also buy into the perception that they cannot ‘compete’ with men, cannot be 
‘as good as men’, etc, when they, in fact, can do things better than men. These factors often 
lead to black women denying their authenticity in an effort to ‘fit in’(FASSET, 2009:53). 
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2.7.3.1 Skills shortage 
 
According to the South African Business Times report, some of the factors that lead to 
women having inadequate skills to take on top management positions include: 
• Women are not given the opportunities in the workplace that will stretch them, give 
them key business experiences and so build their capacity for top management 
positions. 
• Women also face a range of ‘soft skills’ challenges which include: lack of self-
esteem, the inability to utilise their business networks, failure to achieve a work-life 
balance, and lack of a career management strategy or active planning of what they 
want to achieve. 
• Many women lack strategic thinking skills. They ascend to management through 
specialised areas and often do not have the breadth of knowledge necessary for top 
management positions. 
Some women have very high expectations of their own abilities that are not always realistic.  
Like men, women have to face up to their own strengths and weakness and take the 
responsibility and make the effort to develop themselves. 
 
2.7.3.2 Inadequate access to role models, mentors and networks 
 
Women need women role models and mentors in order to inspire and assist them on their 
career path (FASSET, 2009:46). The limited number of female role models and mentors and 
the exclusion of women from informal networks serve as obstacles to the advancement of 
women in the public service (Mello & Phago, 2007:153). There is a perception that women 
who have made it to the top tend to ‘forget where they have come from’ and don’t make any 
special effort to reach out to younger aspiring colleagues. 
 
2.7.3.3Unintended consequences of affirmative action 
 
Most of the positive trends noted in gender transformation internationally, as in South 
Africa specifically, can be ascribed to affirmative action policies. The quota system which is 
an affirmative tool is intended to ensure that a certain minority of the designated group are 
represented on decision-making bodies. Internally, the quota system is controversial. While 
there is no doubt that it is effective in achieving demographic transformation, critics argue 
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that the quota system is discriminatory, interventionist and essentially undemocratic 
(FASSET, 2009:51). 
 
Quotas undermine individuals’ efforts to demonstrate their capabilities on an equal footing.  
Questions are raised whether their employment is based on the fact that they are black and 
women or because they are considered skilled and competent members of the team. Quotas 
can create a hierarchy in terms of which those who are employed without the assistance of 
quotas are somehow superior to those who are helped by them. There is evidence that 
people who benefit from quotas may experience resistance, resentment or even sabotage 
from people who feel threatened by what they see as active discrimination.And, say critics, 
quotas reinforce and entrench women’s already disadvantaged position. 
 
The criticism concerning the implementation of affirmative action measures to achieve 
employment equity is that these are viewed as a form of reverse discrimination. There is a 
belief that people who were not part of the apartheid regime are now bearing the brunt of the 
new legislation.There is some evidence that quotas lead to unintended negative 
consequences for those they seek to benefit. First is tokenism. This refers to the use of 
women, particularly black women, as window dressing in teams and delegations. They are 
there to show off company diversity but are given little responsibility and expected to add 
little value. 
 
Other negative arguments criticising affirmative action ask how anyone who believes in 
equality can agree to a policy of special treatment for specific categories of people (Mosola, 
2009:79). Affirmative Action strategies are challenged by the fact that these initiatives occur 
against the background of South Africa’s long history of entrenched racism (Mosola, 
2009:79). Changing the way things are done and re-examining concepts internalised over 
many years can be a difficult process, facing strong resistance. 
 
2.8 Conclusion 
 
Women’s advancement into senior management positions is slow, despite the increasing 
change in legislation, including the EEA, to enforce issues related to equal opportunity.  
This chapter has focused on the literature that is related to the study. It has discussed the 
rationale for employment equity and transformation in the public service, and most 
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importantly, the barriers faced in implementing employment equity.A literature view of the 
status of women and existing barriers to their advancement was discussed.   
 
This section has considered a range of challenges that women, and particularly black 
women, face in climbing the ladder to corporate management. Generally the aim of 
affirmative action in the public service is to remove all forms of apartheid and past 
discrimination and to give everybody the opportunity to actualize his or her full potential 
(Nel, et.al., 2004, cited in Zondi, 2009:72). The concept of affirmative action implies a 
temporary state of affairs to be addressed by remedial measures. The remedial measures are 
intended to ensure equitable representation in all occupational categories and levels in the 
workplace, rather that redress disadvantage as such (Theron, 2009:125). 
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CHAPTER THREE: RESEARCH METHODOLOGY 
 
3.1 Introduction 
 
The purpose of this chapter is to present the research methodology and design employed in 
this study. While Mouton (1998:39-40) quoted in Rakate (2006:20-21) made it clear that the 
choice of methodology depends on the research problem and research objectives, this study 
also accepts the principle espoused by Howe and Eisenhart, 1999, in Rakate (2006:21)that 
research questions should drive the research methodology and data collection methods and 
not vice-versa. Accordingly, the questions stated in section 1.3 of this dissertation dictated 
the methodology and data collection methods for this study.   
 
The topics discussed begin with the theoretical basis of both quantitative and qualitative 
research methodologies. The methodology employed in the study is discussed, providing 
motivation for the choice of the methodology.  In this chapter the data gathering methods 
and tools, sampling procedures, data collection and analyses procedures are discussed very 
well.  
 
3.2 Research design 
 
The research design sets out the specific details of the enquiry (Kumar, 2011:23).Research 
design refers to the plan and structure of the investigation used to obtain evidence to answer 
research questions (McMillan & Schumacher, 1993:31-32).The purpose of research design 
is to provide the most valid, accurate answers possible to research questions.Literally, 
design is a researcher’s plan of how to execute a particular study from identifying the topic 
to interpreting the results (Schurink, 2009:803). The research process can be seen as a 
reflective process during which the researcher critically analyses all decisions and actions 
taken during the execution of the study (Schurink, 2009:804).   
 
3.3Research methodology 
 
In this study a combination of qualitative and quantitative approaches were used.  These 
approaches were chosen because the quantitative approach was suitable in presenting 
statistics, while the qualitative one was appropriate in providing descriptions. 
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Table 3: Distinctions between quantitative and qualitative data 
 
Quantitative data   Qualitative data 
 
- Based on meanings derived from  -      Based on meanings expressed through  
numbers     words 
- Collection results in numerical and -Collection results in non-standardised 
standardised data                      data requiring classification into  
              categories 
- Analysis conducted through the use -      Analysis conducted through the use of 
    of diagrams and statistics   conceptualization 
 
Source:Saunders, Lewis & Thornhill, 2007:472 
 
3.3.1 Quantitative research design 
 
Quantitative research is concerned with graphs and statistics, in other words numerical data.  
This form of research can be conducted only through diagrams and statistics, which in turn, 
forms the data which is analysed.  Quantitative research options have been predetermined 
and a large number of respondents are involved.  By definition, measurement must be 
objective, quantitative and statistically valid.  Simply put, it’s about numbers, objective hard 
data.  The sample size for a survey is calculated by statisticians using formulas to determine 
how large a sample size will be needed from a given population in order to achieve findings 
with an acceptable degree of accuracy. 
 
Quantitative research is conclusive in its purpose as it tries to quantify the problem and 
understand how prevalent it is by looking for projectable results to a larger population.  Here 
data is collected through surveys (online, phone, paper) and audits. 
 
3.3.2 Qualitative research design 
 
Qualitative research is concerned withanalysis in terms of non-numerical data, asks different 
sorts of questions about processes, understandings and beliefs and therefore produces 
findings not arrived at by means of statistical procedures or other means of 
quantification.The main focus in qualitative research is to understand, explain, explore, 
discover and clarify situations, feelings, perceptions, attitudes, values, beliefs and 
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experiences.  This form of research is mainly based on observations, interviews or 
documents (Hakim, 2000:80;Barbour, 2008:31; Ramazan, 2010:10; Kumar, 2011:104).   
 
There are three essential reasons for adopting a qualitative approach to this research: 
1. Qualitative research places an emphasis on understanding the relationships between a 
complex range of not easily measurable variables that present obstacles for advancement 
of women to SMS positions.  A qualitative understanding of the interplay between these 
variables promises to inform priorities for programme intervention and policy advocacy 
in ways that quantitative approaches cannot. 
2. Qualitative research enables the participation of women in leadership positions in the 
research process, and places emphasis on narrative and descriptive results.  This helps to 
identify strategies for more effectively targeted implementation. 
3. Qualitative research is appropriate for in-depth exploration utilizing small samples. It 
promises to deliver rich information that is comparatively cost and time efficient. 
 
Presenting a new knowledge to a novel area requires methodology, i.e. tools and techniques 
for analyzing collected data (Holme & Solvang, 1997, cited in John, 2010:8). Applying the 
right methodology, will guide researchers and not only that, also help them to make a 
relevant contribution to what they are investigating (Holme & Solvang, 2007 cited in John, 
2010:8). This thesis chose a desktop review method, because of its richness and fullness that 
provide the possibility of exploring the subject at hand. 
 
The desk review is an intensive literature search and synthesis, in this instance, of all 
relevant documents concerning the Employment Equity policies and the provision of 
services and programmes to ensure its implementation. Documents included in the desk 
review may typically include in this context national reports, provincial reports, official 
government policy reports on the Employment Equity legislation and any other academic 
papers related to the implementation of the Employment Equity Act and the appointment of 
women in top leadership positions.The desktop research also focused on collating and 
analysing information from public sources such as websites and conference presentations. 
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The information in this study is drawn from three sources: 
• A desktop review of internet based resources.  It is expected that the majority of the 
research documents that will be reviewed are available via internet.   
• A review of academic publications 
• Contact with a small number of subject experts 
 
The purpose of a desk review is threefold. First, the desk review allows the researcher to 
orient herself to all major issues and important policy debates concerning the appointment 
and representation of women in top leadership positions. A broad framework for these 
issues is contained within the relevant documents that have been drawn up by government.  
Second, the desk review facilitates the production of a brief report which synthesizes the 
relevant information into a user-friendly text. Third, the desk review allows the researcher 
the opportunity to identify gaps and locally specific research questions, and to think about 
whether the methodology may have to be adapted for subsequent phases of the research. 
 
The need to correct gender imbalances and to increase participation of all population groups 
is widely accepted and measures to attain these objectives are entrenched in a suite of 
legislation and policies. In particular, this legislation proposes measures to deal with past 
discrimination against certain designated groups including women (FASSET, 2009:14).  
Against this background a need is expressed for a more in-depth analysis of women in 
positions on managerial levels in the sector and desk-top research on the experiences of 
women in the sector.Findings from the desk review are synthesised in chapter four. 
 
3.4 Sample and sampling procedures 
 
This study employed purposive sampling technique.Merriam (1998:48) described purposive 
sampling as based on the assumption that one wants to discover, understand and gain 
insight, therefore, one needs to select a sample from which one can learn the most.The goal 
of purposive sampling is to sample cases or participants in such a way that the sample is 
relevant to understand the phenomenon being studied and answer the research question as 
truthfully as possible.In this study purposive technique was employed as four women in 
senior management positions were approached to give their own perceptions and beliefs on 
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the issue of employment equity implementation in order to advance women into decision 
making positions. 
 
According to Struwig and Stead (2004:111) a convenience sample is chosen purely on the 
basis of availability and respondents are selected because they are accessible and 
articulate.The overall criteria for sample consideration included those women who are 
already occupying SMS positions, and indicated a willingness to participate by responding 
to a few questions. These women had attended the Eastern Cape Women Leadership 
Seminar held on 5 December 2013 and in terms of the geographical location were available 
within 60km to the researcher. This type of sampling is regarded as convenience 
sampling.The reason for this sampling is to access from the women’s point of view directly 
what they think contributes to not being promoted as men do, and if there are any common 
flaws in some departments. 
 
3.5 Data collection and research instruments 
 
The choice of data collection is important to consider in order to achieve high levels of 
objectivity. Several rather than fewer sources are also recommended in order to increase the 
objectivity of the research.Multiple data collection strategies were used in this research.  
These included literature review, interviews, analyses of statistics already produced by 
others, official publications, discussion documents, official papers presented at workshops 
and conferences, speeches, theses and dissertations, as well as material from the internet. 
 
According to Kumar (2011:138) there are two major approaches to gathering information 
about a situation, person or problem. Based upon these broad approaches to information 
gathering data can be categorised as primary data or secondary data.The data collection in 
this study has been gathered in the form of secondary data. The use of an organisation’s 
records to ascertain its activities, and the collection of data from sources such as articles, 
journals, magazines, books and periodicals to obtain historical and other types of 
information, are all classified as secondary sources (Kumar, 2011;139). 
 
According to Saunders et.al. (2007: 6), getting reliable data by reviewing literature 
requiresthe fulfillment of certain perquisites (e.g. reviewing an article that has been peer 
reviewed and checking on academic databases). Reviewing the most relevant and 
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noteworthy research on the topic of focus can help to achieve this purpose. Sets of databases 
were used in order to get the most valid and reliable data.  
 
3.6 Secondary data 
 
Secondary data is based on collected information from other researchers and their studies.   
Yin, 2003, cited in Ramazan (2010:21) explains six different sources of evidence in the 
form of information gathering when conducting a case study: documentation, archival 
records, interviews, direct observations, participant observation, physical artefacts.The 
secondary data includes information that was obtained mainly from different reports, 
websites and literature, which were relevant to the theme of the study to complement the 
survey-based analysis. 
 
Internally an organisation has access to a wealth of information which can be collected but 
one needs to be aware of the limitations the data may have and the problems that could arise 
if these limitation are ignored (Ralepeli, 2008:36). According to Ralepeli (2008:36) such 
limitations include that the information and the data may not be accurate and may be old and 
out of date. Ralepeli then advises that the source of the data must always be checked.    
Cummings and Worley (2005) cited in Ralepeli (2008:36) referred to secondary data as 
unobtrusive data, which is defined as data that is not collected directly from respondents, but 
from secondary sources such as departmental records and archives. 
 
3.7 Ethical issues in data collection 
 
Permission was sought from the Office of the Premier to conduct the research and request 
relevant information so that they are aware of the type of information that is needed from 
them, why the information is being sought, what purpose it will be put to. Protecting the 
confidentiality and anonymity of the information gathered has been highly considered.The 
need to preserve confidentiality and anonymity is an enshrined principle in the qualitative 
research endeavour (Barbour, 2008:81). 
 
3.8 Data analysis procedures 
 
Much of a researcher’s time is spent accumulating and analysing data (Goddard & Melville, 
2001:51). Data analysis is the way of analysing the data so as to be meaningful. The purpose 
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of data analysis is to interpret and draw conclusions from the mass of collected data.Miles 
and Huberman (1994) quoted in Ramazan (2010:22) describe three different activities that 
constitute analysis: 
1. Data reduction which is the process where the collected data is focused, selected, 
abstracted, simplified and transformed. The purpose of this process is to organise the 
data so the researcher can verify and draw final conclusions. 
2. Data display involves putting the data to be managed into a diagrammatic format so 
comparisons can be made in order to simplify the issues when drawing conclusions. 
3. Conclusion drawing and verification is where the researcher begins comment-
making in order to clarify different meanings, which can be done through 
regulations, patterns, explanations, configurations, casual flows and propositions. 
 
The data was analysed using qualitative methods. Qualitative methods of data collection and 
analysis allowed the researcher to reach an in-depth understanding of the complex factors 
that influence the implementation of employment equity.In the same light, according to 
Saunders et. al., (2007:66), there are two methods that can be used in the analysis body of a 
paper, the deductive or the hybrid approach. The deductive approach is likely when the 
researcher is using a theoretical framework against which he will analyse the data obtained, 
in other words from theory to data. 
 
3.9 Quality standards 
 
In pursuit of a trustworthy study, the researcher addressed issues such as credibility 
(validity), transferability (generalizability) and dependability (reliability/ repeatability).  
Several techniques were employed in order to establish trustworthiness of the data collection 
and analyses, including secondary sources ranging from national and provincial documents 
and reports, and interviews.  
 
According to Denscombe (2000) quoted in Ramazan (2010:23), the quality standards can be 
described and divided into two stages: 
- Validity measures the reflected “truth” concerning data and methods within a research 
that has been conducted.  In order to increase the validity of one research, the study 
needs to attain data that is accurate, truthful and targeting. Validity is concerned with the 
extent to which the findings of one study can be applied to other situations (Shenton, 
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2004:69). In positivist work, the concern often lies in demonstrating that the results of 
the work at hand can be applied to a wider population. Since the findings of this study 
are specific to the Eastern Cape Provincial Administration, to ensure trustworthiness the 
researcher conducted a few interviews to supplement the data received from secondary 
sources.  
 
- Reliability is concerned with minimizing bias and errors within the research, by making 
the research as reliable as possible. A researcher can accomplish this by comparing 
methods and purposes of similar studies and analyse the reliability of the 
studies.According to Saunders et.al., (2007:101), reliability can be defined as “the extent 
to which data collection techniques or analysis procedures will yield consistent 
findings”.  To report on dependability interviews were conducted involving women in 
senior management positions in four different departments within the Eastern Provincial 
Administration. Dependability can also be enhanced through triangulation to ensure that 
the weaknesses of one method of data collection are compensated by the use of 
alternative data-gathering methods.  
 
Research credibility is concerned with the degree to which the information collected and 
analyzed is right. According to Saunders et.al., (2007:101), in order to reduce the possibility 
of getting wrong answers, the researcher should pay attention to reliability and validity 
when designing the research. Therefore, the researcher took into consideration the research 
credibility as a main concern when undertaking the data collection and analysing.  
 
3.10 Conclusion 
The research methodology provided a roadmap on how the research was conducted. This 
chapter essentially focused on the research methodology, with particular emphasis on the 
sample selection process employed and data collection methods.Also included were the 
basis for the validity and reliability of this study as well as a description of ethical 
considerations applied.The next chapter builds upon the methodology described here as 
chapter three provided a foundation for the reporting of the results of this study.In the next 
chapter much attention will be given to the presentation and interpretation of the data 
gathered. 
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CHAPTER FOUR: RESEARCH FINDINGS, ANALYSISAND DISCUSSION  
 
4.1 Introduction 
 
This chapter contains a presentation of the research findings. Both qualitative and 
quantitative analysis methods were used to give the readers an in-depth understanding of the 
results. A desktop exercise has been implemented to peruse and analyse the documents. In 
light of the legislative context outlined in chapter two, this chapter considers the quantitative 
information available on gender transformation as published in the 12th and 13th CEE annual 
reports and in the various departments in the Eastern Cape Provincial Administration.The 
main source of information used in this chapter was provided by the Office of the Premier 
between July 2013 and January 2014. 
 
4.2The presentation of quantitative data 
 
4.2.1 EE reports – national and provincial EAP 
 
Table 4: Profile of the national EAP by race and gender 
Male Female 
AM African male 40.7% AF African female 34.2% 
CM Coloured male 5.8% CF Coloured female 5.0% 
IM Indian male 1.9% IF Indian female 1.1% 
WM White male 6.4% WF White female 4.9% 
TOTAL 54.8% TOTAL 45.2% 
Source: CEE Annual Report 2012-2013 
 
The national demographics of the EAP are illustrated in Table 4 above by race and gender.  
Together with the EAP per province set out below, vital information is provided to 
employers for the setting of employment equity numerical goals and targets. The national 
demographics of the EAP indicates 54.8% males and 45.2% females by end March 2013.  
The Eastern Cape Province is also in line with the national demographics as its profile 
indicates 53.8% males and 46.2% females, elucidated in Table 5 below. 
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Table5: Profile of the EAP by race and gender per province 
Province 
Male Female 
Total 
African Coloured Indian White African Coloured Indian White 
Western Cape 17.8% 27.1% 0.2% 7.8% 16.1% 23.9% 0.1% 7.0% 100.0% 
Eastern Cape 39.9% 7.7% 0.4% 5.7% 35.5% 5.5% 0.4% 4.8% 100.0% 
Northern Cape 28.0% 20.7% 0.1% 4.9% 24.2% 19.0% 0.0% 3.0% 100.0% 
Free State 47.1% 1.7% 0.2% 5.3% 40.4% 1.2% 0.1% 4.1% 100.0% 
KwaZulu-Natal 42.3% 1.3% 7.3% 3.3% 38.3% 0.8% 4.4% 2.3% 100.0% 
North West 52.2% 0.8% 0.2% 5.7% 37.7% 0.4% 0.0% 3.1% 100.0% 
Gauteng 42.5% 1.9% 1.5% 9.8% 34.2% 1.9% 0.9% 7.2% 100.0% 
Mpumalanga 47.8% 0.3% 0.5% 4.7% 42.9% 0.1% 0.1% 3.6% 100.0% 
Limpopo 54.5% 0.2% 0.5% 1.8% 41.3% 0.1% 0.2% 1.55 100.0% 
Source: CEE Annual Report 2012-2013 
 
Women constitute 45.2% of the economically active population in South Africa and 
46.2%in the Eastern Cape Province in particular. Although both South African men and 
women are well represented in the economically active population, questions arise when it 
comes to their presence and effective representation at higher decision-making levels. 
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4.2.2 EE reports – General profile of the Eastern Cape Province 
 
Table6: General profile of the Eastern Cape Province as at 30 September 2012, including 
race and gender 
Salary Band 
EASTERN CAPE 
Sep-12 
African Asian Coloured White 
Total Female Male Female Male Female Male Female Male 
Salary Band - Notch 
10,689 3,311 4 1 521 131 89 30 14,776 a. Lower skilled (Levels 1-2) 
b. Skilled (Levels 3-5) 16,936 9,506 13 11 1,305 670 359 149 28,949 
c. Highly skilled production 
(Levels 6-8) 45,774 16,336 176 100 3,389 1,495 2,757 676 70,703 
d. Highly skilled supervision 
(Levels 9-12) 14,200 7,442 157 146 1,272 931 1,437 1,021 26,606 
e. Senior management 
(Levels 13-16) 257 441 8 42 16 42 25 115 946 
f. Other 1 0 0 0 0 0 0 0 1 
Total 87,857 37,036 358 300 6,503 3,269 4,667 1,991 141,981 
Source: EE Report Quarter 2 2012/13 (as at 30/09/2012) 
 
Reporting for the second quarter of 2012 revealed that the general profile of the Eastern 
Cape Province totalled up to 141 981 employees, of which the 946 at senior management 
levels consisted of 306 females and 640 males. This translates to 32.3% females and 67.7% 
males. 
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Table7: General profile of the Eastern Cape Province as at 30 September 2013, including 
race and gender 
EASTERN CAPE 
SEPTEMBER 2013 
African Asian Coloured White 
Total Female Male Female Male Female Male Female Male 
Salary Band - Notch 
10,059 2,944 4 1 472 122 85 25 13,712 a. Lower skilled (Levels 1-2) 
b. Skilled (Levels 3-5) 15,838 8,826 9 9 1,226 632 322 122 26,984 
c. Highly skilled production 
(Levels 6-8) 44,756 15,750 175 85 3,299 1,382 2,597 630 68,674 
d. Highly skilled supervision 
(Levels 9-12) 14,221 7,515 161 159 1,283 971 1,449 999 26,758 
e. Senior management 
(Levels 13-16) 270 443 8 40 17 47 29 101 955 
Total 85,144 35,478 357 294 6,297 3,154 4,482 1,877 137,083 
Source: EE Report Quarter 2 2013/14 (as at 30/09/2013) 
 
A year later, reporting for the second quarter of 2013 revealed that the general profile of the 
Eastern Cape Province at senior management levels increased by 9 from 946 to 955, with 
females contributing an increase of 18 from 306 to 324 while males dropped by 9 from 640 
to 631. This translates to 33.9% females and 66.1% males. 
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4.2.3 EE reports – Top and Senior Management distribution trends 
 
Figure1: Population distribution trends for the TOP MANAGEMENT LEVEL from 2002 to 
2012 by gender 
 
 
 
 
Figure2: Workforce profile at the TOP MANAGEMENT LEVEL by gender – 2012 
 
Source: CEE Annual Report 2012-2013 
 
Figures 1 and 2 aboveillustrate that males continued to dominate at the top management 
level during the ten-year period from 2002 to 2012, although their representation at this 
level dropped by 6.1% from 86.2% in 2002 to 80.1% in 2012. Female representation 
increased by 6.1% from 13.7% in 2002 to 19.8% in 2012.Male representation is around four 
times that of females at this level. 
 
 
 
2002 2004 2006 2008 2010 2012
Male 86.2% 84.9% 78.4% 81.9% 81.1% 80.1%
Female 13.7% 15.1% 21.6% 18.2% 19.0% 19.8%
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Figure3: Population distribution trends for the SENIOR MANAGEMENT LEVEL from 
2002 to 2012 by gender 
 
 
 
 
Figure4: Workforce profile at the SENIOR MANAGEMENT LEVEL by gender – 2012 
 
 
Source: CEE Annual Report 2012-2013 
 
Figures3 and 4illustrate that males at 69.2% occupy more than double the positions 
occupied by females at this level. Male representation decreased from 78.5% in 2002 to 
69.2% in 2012 and female representation increased from 21.6% to 30.7% over the same 
period. 
 
 
 
 
 
 
2002 2004 2006 2008 2010 2012
Male 78.5% 76.4% 72.4% 71.9% 81.1% 69.2%
Female 21.6% 23.7% 27.4% 28.3% 19.0% 30.7%
0.0%
20.0%
40.0%
60.0%
80.0%
100.0%
Male, 69.2%
Female, 30.7%
62 
 
4.2.4 EE reports – Eastern Cape Provincial SMS Employment Profiles 
 
Table8: Eastern Cape Provincial Employment Equity Profile as at 31 March 2013 
 
PROVINCIAL EMPLOYMENT EQUITY PROFILE AS AT 31 MARCH 2013 
  LEVEL 1 - 8   LEVEL 9 - 12   LEVEL 13 - 16         
NAME OF 
DEPT.  FEMALE % MALE % FEMALE % MALE % FEMALE % MALE %  
TOTAL 
SMS 
TOTAL 
(ALL 
LEVELS) 
DISA
BLED 
% 
DISA
BLED 
TOTAL 
INCLUDIN
G 
DISABLED 
OTP 137 36% 50 13% 63 16% 74 19% 25 6.5% 34 9% 59 383 4 1.0% 387 
DOH 21850 56% 8160 21% 7216 18% 1760 4% 87 0.2% 214 1% 301 39287 112 0.3% 39399 
DSD 2393 62% 806 21% 460 12% 170 4% 20 0.5% 25 1% 45 3874 52 1.3% 3926 
DRPW 841 23% 2356 64% 145 4% 314 8% 4 0.1% 41 1% 45 3701 15 0.4% 3716 
DLGTA 803 44% 612 33% 146 8% 159 9% 36 2.0% 71 4% 107 1827 0 0.0% 1827 
DARD 1039 33% 1292 41% 193 6% 579 18% 16 0.5% 32 1% 48 3151 22 0.7% 3173 
DEDEA 253 42% 176 29% 56 9% 83 14% 11 1.8% 25 4% 36 604 0 0.0% 604 
DOT 669 40% 754 45% 91 5% 132 8% 8 0.5% 28 2% 36 1682 11 0.7% 1693 
HUMAN 
SETT 156 29% 89 17% 107 20% 137 25% 24 4.5% 25 5% 49 538 6 1.1% 544 
PROV. 
TREA 185 33% 60 11% 127 23% 104 19% 27 4.8% 57 10% 84 560 5 0.9% 565 
DSRAC 524 46% 366 32% 88 8% 142 12% 8 0.7% 16 1% 24 1144 0 0.0% 1144 
SAFETY 52 43% 25 21% 18 15% 16 13% 4 3.3% 5 4% 9 120 1 0.8% 121 
DOE 49469 62% 15775 20% 8564 11% 5927 7% 15 0.0% 41 0% 56 79791 283 0.4% 80074 
                                    
TOTAL 78371 57% 30521 22% 17274 13% 9597 7% 285 0.2% 614 0.4% 899 136662 511 0.4% 137173 
Source: Eastern Cape Provincial Administration - Employment Equity Report Quarter 4 2012/13 (as at 31/03/2013) 
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Table9: Eastern Cape Provincial SMS Employment Equity Profile as at 31 March 2013 
 
Management Only - Salary Level 13 and higher 
Departments 
African Asian Coloured White Total 
Disabled F M F M F M F M F % M % Total 
                              
OTP 22 22 0 1 3 8 0 3 25 42% 34 58% 59 0 
DOH 57 112 5 24 6 9 19 69 87 29% 214 71% 301 2 
DSD 19 22 0 1 1 1 0 1 20 44% 25 56% 45 0 
DRPW 3 23 0 1 1 4 0 13 4 9% 41 91% 45 1 
DLGTA 36 65 0 1 0 2 0 3 36 34% 71 66% 107 0 
DARD 15 24 1 0 0 1 0 7 16 33% 32 67% 48 0 
DEDEA 9 20 0 0 0 1 2 4 11 31% 25 69% 36 0 
DOT 7 19 1 1 0 2 0 6 8 22% 28 78% 36 1 
HUMAN SETT 21 18 0 3 3 3 0 1 24 49% 25 51% 49 1 
PROV. TREA 22 41 2 4 1 6 2 6 27 32% 57 68% 84 0 
DSRAC 7 16 0 0 1 0 0 0 8 33% 16 67% 24 0 
SAFETY 4 3 0 2 0 0 0 0 4 44% 5 56% 9 1 
DOE 12 35 0 2 1 4 2 0 15 27% 41 73% 56 1 
                              
Prov. Total 234 420 9 40 17 41 25 113 285 32% 614 68% 899 7 
Source: Eastern Cape Provincial Administration - Employment Equity Report Quarter 4 
2012/13 (as at 31/03/2013) 
 
A gender analysis of the Eastern Cape workforce points to the dominance of men in senior 
and top management positions. According to table 9 above, women constituted32% as 
against 68% of men. Although present at the lower and middle management levels, as 
indicated by table10 below, women remain largely deficient at senior and top management 
levels where males have successfully found their place. The numerical dominance of women 
in the population has not translated into their representation in leadership. 
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Table 10: Eastern Cape Provincial Employment Equity Profile as at 30 September 2013 
PROVINCIAL EMPLOYMENT EQUITY PROFILE AS AT 30 SEPTEMBER 2013 
  LEVEL 1 - 8   LEVEL 9 - 12   LEVEL 13 - 16         
NAME OF 
DEPT.  FEMALE % MALE % FEMALE % MALE % FEMALE % MALE %  
TOTAL 
SMS 
TOTAL 
(ALL 
LEVELS) 
DISA
BLED 
% 
DISA
BLED 
TOTAL 
INCLUDING 
DISABLED 
OTP 134 35% 47 12% 63 16% 77 20% 31 8% 30 7.9% 61 382 4 1.0% 386 
DOH 21803 56% 8040 21% 7066 18% 1737 4% 85 0.2% 203 0.5% 288 38934 107 0.3% 39041 
DSD 2406 62% 828 21% 457 12% 171 4% 20 0.5% 24 0.6% 44 3906 50 1.3% 3956 
DRPW 952 25% 2337 62% 149 4% 304 8% 5 0.1% 38 1.0% 43 3785 51 1.3% 3836 
DLGTA 843 46% 596 32% 141 8% 155 8% 38 2.1% 71 3.9% 109 1844 43 2.3% 1887 
DARD 1029 33% 1251 41% 192 6% 555 18% 15 0.5% 34 1.1% 49 3076 22 0.7% 3098 
DEDEA 248 42% 168 28% 57 10% 85 14% 12 2.0% 24 4.0% 36 594 6 1.0% 600 
DOT 637 40% 703 44% 96 6% 134 8% 8 0.5% 27 1.7% 35 1605 11 0.7% 1616 
HUMAN 
SETT 156 28% 95 17% 113 21% 136 25% 24 4.4% 26 4.7% 50 550 6 1.1% 556 
PROV. 
TREA 177 33% 54 10% 130 24% 100 18% 28 5.2% 53 9.8% 81 542 5 0.9% 547 
DSRAC 541 46% 379 32% 92 8% 143 12% 7 0.6% 18 1.5% 25 1180 0 0.0% 1180 
SAFETY 53 43% 24 20% 20 16% 15 12% 5 4.1% 5 4.1% 10 122 1 0.8% 123 
DOE 49531 62% 15742 20% 8382 11% 5890 7% 19 0.0% 42 0.1% 61 79606 278 0.3% 79884 
                                    
TOTAL 78510 58% 30264 22% 16958 12% 9502 7% 297 0.2% 595 0.4% 892 136126 584 0.4% 136710 
Source: Eastern Cape Provincial Administration - Employment Equity Report Quarter 2 2013/13 (as at 30/09/2013) 
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There are still three departments, namely, DRPW, DARD and DoT, in which females are 
not the majority at the levels below SMS. The situation emanates from the historical cultural 
role allocation and the challenge is to shift these perceptions. At the same time, recruitment 
at these levels is often limited due to the prioritisation of scarce resources. It is, therefore, 
not likely that this situation will change rapidly. 
 
Table 11: Provincial SMS Employment Equity Profile as at30 September2013 
 
Management Only - Salary Level 13 and higher 
Departments 
African Asian Coloured White Total 
Disabl
ed F M F M F M F M F % M % Total 
                              
OTP 26 20 0 1 3 6 2 3 31 51% 30 49% 61 0 
DOH 55 111 4 24 6 11 20 57 85 30% 203 70% 288 1 
DSD 19 21 0 1 1 1 0 1 20 45% 24 55% 44 0 
DRPW 4 23 0 1 1 4 0 10 5 12% 38 88% 43 3 
DLGTA 38 65 0 1 0 3 0 2 38 35% 71 65% 109 1 
DARD 14 27 1 0 0 1 0 6 15 31% 34 69% 49 0 
DEDEA 10 19 0 0 0 1 2 4 12 33% 24 67% 36 1 
DOT 7 19 1 0 0 2 0 6 8 23% 27 77% 35 1 
HUMAN SETT 21 19 0 3 3 3 0 1 24 48% 26 52% 50 1 
PROV. TREA 24 38 2 5 1 5 1 5 28 35% 53 65% 81 0 
DSRAC 6 16 0 0 1 2 0 0 7 28% 18 72% 25 0 
SAFETY 5 3 0 2 0 0 0 0 5 50% 5 50% 10 0 
DOE 16 35 0 2 1 5 2 0 19 31% 42 69% 61 1 
                              
Prov. Total 245 416 8 40 17 44 27 95 297 33% 595 67% 892 9 
Source: Eastern Cape Provincial Administration - Employment Equity Report Quarter 2 
2013/13 (as at 30/09/2013) 
 
The overall net increase in SMS females since March 2013 is 12 in total, from 285 to 297 as 
at end September 2013.The contributors to this increase include: OTP (6),DRPW (1), 
DLGTA (2), DEDEA (1), PPT (1), SAFETY (1) and DOE (4); while there was a decrease 
by 4 from DOH (2), DARD (1) and DSRAC (1). The net increase in SMS members over the 
period September 2012 to September 2013 was 11. The number of SMS females increased 
by 19and the number of SMS males decreased by 8. 
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The rate at which women are promoted to managerial positions in the public service differs 
from one department to another. Observation further shows that positions for women tend to 
be clustered around the rank of director. The lack of sufficient progress in appointing 
women to managerial positions in departments can be attributed to the stereotyping of 
certain occupational classes. Traditionally, women have been inclined to choose occupations 
such as teaching and nursing, while a career in defence would not really have been an option 
to consider. These stereotypes are expected to wear off as the social roles of men and 
women in South Africa change. 
 
4.2.5 EE reports – Middle Management Level in relation to SMS 
 
Table 12: Level 11-12 male and female status as at 30September 2013 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
As can be seen above, the scenario at levels 11 to 12 indicates a scenario more promising in 
the future. A total of 6 departments are displaying more equal ratios except for DARD, 
DRPW, DEDEA, HS, DSRAC and DOE. The current percentage of females at levels 11-12 
is 43% which is an increase of 22 since March 2012, the biggest contribution coming from 
Education which had an increase of 20.It seems as if black women are rapidly overcoming 
the problems that may have been holding them back from accessing professional positions. 
DEPT MALE % FEMALE % TOTAL  
OTP 36 55% 29 45% 65 
DOH 695 47% 783 53% 1478 
DSD 62 36% 110 64% 172 
DRPW 107 68% 51 32% 158 
DLGTA 68 60% 46 40% 114 
DARD 160 67% 78 33% 238 
DEDEA 28 65% 15 35% 43 
DOT 41 47% 46 53% 87 
HUM. SETT 54 65% 29 35% 83 
PROV. TREA 59 54% 51 46% 110 
DSRAC 37 63% 22 37% 59 
SAFETY 12 52% 11 48% 23 
DOE 1536 63% 909 37% 2445 
TOTAL  2895 57% 2180 43% 5075 
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In response to research question 3 in section 1.3 on the status of women representation in 
senior management positions in the Eastern Cape Provincial Administration, and whether 
the representivity targets have been met as well as objective 1 in section 1.5 - to establish 
the progress made in the Eastern Cape Provincial Administration to achieve equity levels in 
top management positions with specific reference to the appointment of women:Tables 4 
and 5 indicate the national and provincial demographics of the EAP respectively.  From 
these tables it can be deduced that both men and women are well represented in the EAP 
with women constituting 46.2% of the EAP in the Eastern Cape Province.  
 
Tables 6 to 11 indicate that at senior management levels 13-16, males outnumber females.  
Reports from September 2012 to September 2013 revealed the same finding that women 
remained deficient at senior and top management positions as males continued to occupy 
more than double the positions occupied by females at these levels.  Table 12 showed the 
status at middle management levels 11-12, which depicts a promising scenario of 43% 
women representation as at 30 September 2013 against 57% of males. This is also an 
appreciated increase by 22 since March 2012.   
 
To maintain this momentum and ensuring that this scenario also translates to senior 
management levels, current and prospective HRD programmes planned for the province 
should be aligned to capacitate more females at middle management, but should also 
cascade down capacitating females at junior management level for middle management 
posts. This process is further facilitated by a more strategic approach to Performance 
Management in the province. The anticipated Succession Policy to be developed for the 
province will further assist with focusing on this project. Further interrogation of the 
development plans for staff at this level is required to determine whether females appointed 
at these levels are placed on a fast track to reach SMS level. 
 
4.3 The presentation of qualitative data 
 
4.3.1 Findings on the implementation of the legislative framework 
 
Research question 1 in section 1.3 on what extent is employment equity and affirmative 
action being implemented, in line with Objective 2- to assess whether the Eastern Cape 
Province has been able to meet or implement the dictates of the EEA, section 9(2) of the 
1996 Constitution should be a point of departure in the South African public service to 
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ensure that the constitutional mandate prevails in the appointment of female candidates to 
management positions.The different qualities of both men and women are important for the 
benefit of the South African public service institutions and the public. It is, therefore, 
imperative to indicate that the roles of both men and women are important in the 
developmental role that the government needs to perform in order to ensure that public 
services are provided.   
 
Various policy documents, as mentioned in chapter two, all point to a non-racial, non-sexist 
society ensuring representivity for a democratic public service that is reflective of South 
African society, particularly at the level of management and senior employees. On the issue 
of representativeness, it is absolutely imperative that the public service draws upon the skills 
and talents of all South Africans and derives the benefits of the broader perspectives that a 
more representative service will bring. 
 
According to the WPTPS, targets and timeframes were set for making the public service 
more representative. It stated the government’s desire to bring about equality in the public 
service by stating that 30% of SMS posts should have been occupied by women by 1999, 
which was later increased to 50% by 31 March 2009. As of date reports analysed and 
presented in 4.2 above indicated clearly that the target of 50% has not been met in the 
Eastern Cape Provincial Administration, except for only two departments: OTP (51%) and 
Safety (50%) by 30 September 2013.  
 
It has been alluded that the establishment of the SMS was an endeavour to strengthen the 
management within the public service against the concern about the ability of government 
departments to turn their policies into practice and to effectively utilise the resources placed 
at their disposal. Women’s representation would not only bring about substantive equality 
and equity in the South African public service, but would also permit women equal access to 
the government’s decision-making processes.    
 
Employment Equity is legally enforced in the South African public service as an 
intervention to enhance the capabilities of the historically disadvantaged through the 
development of measures that support their advancement, and ensure that suitably qualified 
people from this group have equal employment opportunities and are equitably represented 
at all occupational levels in the workforce. But the implementation of EE and related 
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legislation such as the AA at all costs to achieve employment equity may cause a loss in 
efficiency and reduce the advantages of AA.   
 
Employers are not expected to appoint or promote people who do not possess the required 
qualifications or abilities. They should rather implement programmes which will develop 
the employees’ potential and enable them to look for better opportunities such as applying 
for decision-making positions.The EEA sets out a clear process that organisations have to 
follow in order to comply with the legislation. The CGE should be playing its critical role of 
contributing to the promotion of women as it is tasked to monitor and promote gender 
equality, educate on issues involving gender equality, conduct research and investigate 
complaints linked to gender equality.   
 
With respect to research question 2 in 1.3 on employment equity plans and what is the 
progress in the implementation of these plans, in line with Objective 3 – to investigate the 
barriers or challenges to the successful implementation of EE and AA in the workplace, 
Departments are still faced with the challenge of poor implementation of EE plans and 
hence the failure in the achievement of EE targets as per EE plans.There is a need to 
enhance the capacity of departments to develop and monitor implementation of quality EE 
plans and analyse reports accordingly. James Molane, practitioner in the DoL’ EE 
Directorate advisesemployers to spellout the timeframes of EE plans and ensure that these 
are achieved before the plans are reviewed.   
 
Molane cautioned that the implementation of employment equity was fraught with a number 
of ‘potholes’. He indicated that it was imperative that an employer devise mechanisms to 
deal with barriers to the implementation of affirmative action. According to Molane for an 
employment equity plan to be successful it should contain objectives and be measurable.He 
also emphasised the need for the appointment of a responsible senior person so as to ensure 
monitoring and compliance with employment equity plans at higher levels. 
 
The failure to successfully implement employment equity can, in part, be attributed to a lack 
of alignment of EE plans with credible HR plans and the lack of targeted recruitment 
strategies. However there are also concerns that the slow progress with representivity can be 
due to real constraints such as a limited pool of skills and suitable qualifying candidates.  
The employment equity roadshows conducted by the DoL on an annual basis provide a 
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platform for employers to interact with the department. It affords them the opportunity to 
raise any concerns which they may have, especially if those concerns have to do with 
compliance with the law. 
 
Therefore, it is evident that limited support structures and networking opportunities hinder 
women’s career advancement.There is lack of training and development programmes for 
females targeted for empowerment.  In some cases budget constraints impact on recruitment 
of females for SMS posts.It is critical for employers to align their employment equity 
interventions, including skills and succession planning, with its employment equity 
objectives. Commitment by employers to effectively implement the Act in substance and 
spirit is likely to assist transformation by creating workplaces that are equitable in nature 
and free from discrimination.The effectiveness of this process will slowly become evident 
as departments continue to align with the expectations of government. 
 
4.3.2 Women’s views in management positions  
 
Four women who had attended a women leadership seminar, from the different departments 
in the Eastern Cape Province, held on 5 December 2013, were asked about their perceptions 
and beliefs around barriers to the advancement of women into top management positions.  
Below are a summary of the views presented: 
“Women bring a different culture/dynamic to management in an organisation. Their male 
counterparts may see them as “soft” or “weak” as they may not be as domineering/ autocratic in 
their management style but more participative. This is not a weakness but a strength and is needed 
to balance any management team. In the public sector we need to focus less on “chasing” equity 
targets and getting the numbers correct and focus more on upskilling female colleagues so that when 
top management positions open they are able to walk into these with confidence and ability to 
perform. Placing a person in a position that they may not be ready for breaks ones confidence and 
sets one up for failure. The equity numbers must not be “forced” therefore at the expense of 
individuals failing and losing confidence in their abilities” (Senior Manager – DEDEA) 
 
“The main challenge with women advancement is the low self-esteem of females. They are not 
eloquent enough in interviews which makes it difficult for panellists to appoint them in decision-
making positions. Women generally are doers rather than talkers.  They are good in performing 
their duties. Some, though become very aggressive when they advance to higher levels” (Senior 
Manager - OTP) 
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“The department is not complying with the appointment of race ratios. The department further 
appoints unqualified and unskilled management/leadership by not considering the competency 
assessments when appointments are done. People are still being appointed due to their connections 
and not capabilities” (Director - PPT) 
 
“A lot needs to be done to get women in the Department in the decision making and leadership 
positions. It is still a boys club at level 13 and up. It is, therefore, not easy for women to operate as 
they are always compared to men and they club together on decisions therefore the Department 
needs a serious culture change. Current leadership uses intimidation as well which scares women 
away, including ridiculous demands of having reports at 8am and meetings over the weekends which 
sometimes it is impractical for women because of their roles at home” (Chief Director - DPW) 
 
From these views, four issues can be picked up, namely: chasing equity targets, low self-
esteem of females, appointments of unqualified, unskilled, incompetent managers and the 
boys’ club syndrome.   
 
a) Chasing equity targets 
 
It is important for each department in the public service to establish gender equity targets.  
That is, women should receive preference when posts are advertised, as well as for 
promotions. The South African Constitution requires public sector organisations to ensure 
that they reflect the demographics in all its diversity, not only to meet numerical targets, 
which are important, but also to promote a vibrant work environment. In order to achieve 
the objective of a representative public service, an integrated and well co-ordinated 
approach is necessary to ensure that the whole process does not deteriorate into a “target-
chasing” activity.  Otherwise it would result in a practice which may make the departmental 
profiles look good, but without adding value to the objective of building a representative 
efficient public service. 
 
The most successful way of bringing about genuine transformation is to allow each 
departmental manager to set his or her own departmental targets. Obviously, guidelines, 
informed by internal and external statistics are necessary to enable the manager to make 
these decisions. Targets must, therefore, be realistic and achievable. These targets must be 
presented to the employment equity committee for discussion and debate, and consensus 
must be reached on the final targets set. 
 
72 
 
b) Women’s low self-esteem 
 
One cannot consider the appointment of women into top management positions in a highly 
professional sector without considering the issue of the supply of skills into the pipeline. 
Some women need active mentoring to realise their strengths and potential to advance as 
members of working teams, creative individuals and professional. If women can find role 
models and mentors among other female managers in the public service, then group 
productivity is generally enhanced. This argument suggests that female employees tend to 
understand female managers better than males. Mentoring of women by women is the 
contemporary counterbalance to the “old boy network”.   
 
Women’s own belief of what is expected of them may constitute a barrier. Some women 
feel pressurised by the gender role society expects them to fulfil and the conflicting 
responsibilities of work and home.Proactive and institutionalised mentoring programmes 
designed to help women enter public institutions, develop and stay there, should be put in 
place. 
 
4.3.2.3Appointments 
 
In terms of the selection of applicants from the recruitment pool, there is no doubt that the 
EEA expects employers to treat the designated groups on a preferential basis. Where 
candidates have virtually identical capabilities, employers should favour people from 
previously disadvantaged groups. The Act categorically states that an employer is not 
required to appoint people who are not suitably qualified for the job.Potential candidates 
must be chosen based on current performance as well as future potential.   
 
The Office of the Premier is currently assisting departmentsin craftingRemedial Action 
Plans to address the target of women at SMS and people with disabilities. The Remedial 
Action Plan provides a more aggressive approach to empowering women and people with 
disabilities.   
 
4.3.2.4The “boys’ club” 
 
Due to socio-cultural stereotypes, women’s abilities to be managers are being undermined. 
In the “boys’ club”, women are seen as mothers and homemakers, while men are the 
breadwinners.The first step is for public service institutions to change the negative 
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stereotyping of women by men. This could be done through training and the publication of 
success stories about women in departmental in-house journals and the media within the 
public service.In general, women do not naturally make a big deal about doing well or 
achieving something in the office and, therefore, the additional value that they are actually 
adding could go unnoticed. 
 
Men themselves can play a significant role in promoting gender equality policy 
development. As allies, they can support women’s initiatives and movements in their efforts 
towards equality. As major ‘gatekeepers’ of policy-making institutions, men can leverage 
women into positions of power either through direct selection and appointment or through 
putting pressure on other men. 
 
Despite equity and affirmative action legislation, and an unprecedented flow of women into 
the labour market, traditional female and male stereotypes continue to influence the way 
organisations function. As a result of these attitudes it may be suggested that individuals are 
evaluated in terms of gender and not in terms of performance (Penceliah, 2005:345).  In a 
parallel view, Booysen (2000:22) emphasises that even with the backing of the Constitution, 
the road is still not easy for senior women managers.  
 
4.4 Conclusion  
 
In this chapter the researcher analysed and interpreted the data obtained from the EE reports.  
South African women in employment are generally notequally represented in all salary 
levels; they are concentrated in the lower and middle levels. In summary, the data indicates 
that women are, indeed, still under-represented within the departments in the Eastern Cape 
Province. This is more notable in some departments than in others. The next chapter will 
focus on the conclusions and provides recommendations based on the findings of the 
literature studyas well as in line with objective in section 1.5and the analysis of the data 
obtained through the EE documents.  
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CHAPTER FIVE: CONCLUSION AND RECOMMENDATIONS 
 
5.1 Introduction 
 
This chapter gives an exposition of the findings of the study as they were presented in the 
preceding chapter, and also makes recommendations to attempt to bring a solution to the 
problem. The general aim of the research was to assess to what extent employment equity is 
being implemented, are employment equity plans in place, what is the progress in the 
implementation of these plans and what are the challenges that are being faced in 
implementing employment equity? The findings indicated that there is a steady increase in 
the number of women in senior and top management positions, varying from one 
department to another.The findings also sought to provide a platform from which the 
researcher had to draw conclusions and make recommendations.  
 
5.2 Concluding remarks 
 
 A well qualified workforce is a strong foundation on which any organisation should be 
build. The research was significant because it was expected to provide evidence of progress 
in the implementation of employment equity with specific reference to the appointment of 
women to top management positions. This study has contributed to the body of literature on 
public administration by improving the understanding of employment equity legislation and 
current progress of implementation in the Eastern Cape Province. Women’s aspirationsto 
become top managers are rising but there still are hindrancesin place. 
 
Chapter one presented a concise statement of the problem of the research study which was 
examined. The objectives of the study basically were to assess the progress in the 
implementation of the Employment Equity Act with specific reference to the appointment of 
women to top management positions and also recommend ways of improvement to ensure 
successful implementation of employment equity in the Eastern Cape Provincial 
Administration. The research produced evidence to confirm that there are still fewer women 
than men in top and senior management positions in the Eastern Cape public service and the 
50% target set for 2009 has not been met. Critically, the research proved that as at 30 
September 2013 women constitute 33% of senior management posts while men stand at 
67%.  
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Chapter two outlined the legislative and theoretical literature on the appointment of women 
to top management positions.The chapter gave an account of legislation in place for the 
implementation of employment equity in the workplace. The literature review established 
barriers to the successful implementation of employment equity and the appointment of 
women to top management positions.Experiences and aspirations as well as barriers of 
women managers were further discussed. 
 
Chapter three presented the research methods used to conduct the study. A desktop review 
of literature was employed. The choice of the research design and methodology proved to be 
useful in assisting the researcher to acquire all the necessary information. Interviews were 
done with four women in SMS positions to give their perceptions and beliefs on the concept 
of employment equity regarding the appointment of women to top management positions.  
 
Chapter four presented the collected data and provided an analysis of data. It also 
presented the interpretation of data and findings, taking into account information as gathered 
from the interviews and documentation. Based on the collected and analysed data, the 
researcher obtained empirical evidence concerning barriers that affect the implementation of 
employment equity regarding the appointment of women to top management positions. In 
spite of the legislation enacted by government in this regard, the research revealed that the 
public service was still characterised by under-representation of women in decision-making 
positions.  
 
Generally speaking, prior to 1994 power at all levels of society was held by white males, as 
the dominant group who wielded political, economic, managerial and social power. Almost 
by default, white women held some power as well, because they were associated with the 
then-dominant group. However, white women only held indirect power, due to their 
subordinate status as women in the dominant white race group. Power was thus almost 
exclusively in the white male domain, mainly due to race and sex discrimination and 
patriarchy; these men could almost be said to have held absolute power.  
 
The introduction of the enabling legislation on affirmative action after 1994 meant that 
women were classified as a category of the previously disadvantaged. Government 
departments have since then been expected to comply with this legislation and advance 
women who have the right qualifications and experience to managerial positions from which 
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they were previously excluded.The introduction of the EEAin 1998 was to change the face 
of the workplace, particularly at senior levels, and required that past policies and practices 
be reviewed and addressed.  
 
To address the imbalance and to ensure that women are afforded managerial positions in the 
public service, the EEA prescribes the implementation of affirmative action. In terms of 
section 15(2) of the Act, policies implementing affirmative action are also expected to 
eliminate employment barriers to and unfair discrimination against women.Promoting the 
gender transformation of the top management of South Africa with a focus on the 
advancement of black women is the primary concern of government.  
 
Achieving a gender and demographic transformation of top management will only be 
possible if there are sufficient numbers of black women entering and graduating in the 
relevant fields of study that feed people into the types of professions from which 
management, and particularly top management, are drawn. 
 
Despite improvements in their access to higher level jobs, women are still largely crowded 
into low-paid and inferior jobs in the informal economy. The low participation of females in 
the formal labour market is due to the historical marginalisation of women. This is attributed 
to the patriarchal society which considersonly men as heads ofhouseholds or breadwinners.  
Women are, therefore, subjected to the control and authority of men and their participation 
in the formal labour market is rarely considered critical. 
 
Although the government can create conditions that favour women’s career advancement, 
removing barriers to their success will remain the single most challenging task for human 
resource managers, which is why men still outnumber women in managerial positions.The 
public service has the important task of making sure that obstacles in the way of women’s 
empowerment are addressed urgently to allow qualified women to move to the top 
management echelons.   
 
In some instances it is clear that gender segregation still continues in the workforce, and 
men are opting for male-dominated careers despite the legislation in place to counter this. It 
is clear from the literature that the legislative framework provides for women representation 
in SMS positions in the public service. However, it is imperative to determine the extent to 
which women experience equality in the South African public service.A successful 
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implementation of gender policies would result in a transformed public service, 
representative of both male and female employees in the senior management echelons.  
 
5.3 Recommendations 
 
Women’s equal participation in decision-making is not only a demand for justice or 
democracy, but can also be seen as a necessary condition for women’s interests to be taken 
into account. Without the perspective of women at all levels of decision-making, the goals 
of equality, development and peace cannot be achieved.Departments should make every 
effort to back up skills development efforts for black women with linkages to formalised 
professional networks that can provide the support, role models and mentors that these 
women need to grow and succeed in their careers.   
 
There are three primary approaches that companies worldwide use to try and accommodate 
women in the workplace (FASSET, 2009:43-44).   
• Encourage women to assimilate. This approach attempts to teach women more 
masculine attributes and how to play the male corporate political games. Programmes 
based on this approach will never eradicate the deeply entrenched and systemic biases 
that hold women back in male-dominated corporate cultures. 
• Accommodate the unique needs of women. This approach promotes the use of special 
programmes for women, including flexi-time and extended maternity leave, etc.  
Unfortunately, the approach does not eradicate the prevailing perception among men 
that women who make use of these programmes are less than committed to their work 
than those who do not. 
• Capitalise on the unique differences of women. This approach focuses on making the 
most of the unique aspects that women can bring to a business.   
 
Based on the issued raised and the fact that there is still a need for improved representation 
of women in top management positions, the following recommendations are made: 
• Seek to achieve gender parity in all decision-making bodies by establishing incremental 
time-bound targets for increasing women’s representation. 
• Develop and implement training programmes on gender mainstreaming in governmental 
bodies in order to undertake gender analysis in all legislative and policy areas, including 
budget allocations.EE Committees need to drive the development of succession plans 
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within their respective departments, including implementation of attraction and retention 
strategies 
• Encourage men in decision-making positions to support women to enter arenas of power 
and encourage and support alliances between women and men to pursue a gender 
equality agenda. 
• Build the capacity of women through mentorship programmes; on-the-job experience; 
study visits; exposure and any other strategies for enhancing the confidence and 
competence of women in public office.Some women need active mentoring to realise 
their strengths and potential to advance as members of working teams, creative 
individuals and professional. Mentoring of women by women is the contemporary 
counterbalance to the “old boy network”. Proactive and institutionalised mentoring 
programmes designed to help women enter public institutions, develop and stay there, 
should be put in place.The “old boys’ club” should be replaced by fair and equal 
opportunity in the workplace. Thus, more job opportunities for women should be made 
available.  
• Conduct research and document progress, including gathering first-hand accounts of 
women who can serve as role models. 
• Establish workplace employment equity forums in which both the employer 
representatives and the workers participate. Through provincial forums and in 
collaboration with DoL, capacitate departmental committees on their role and EE 
legislation at large. 
• Appointment of a responsible senior person so as to ensure monitoring and compliance 
with employment equity plans at higher level. 
• Put in place internal and provincial M&E mechanisms to ensure the development and 
adequate implementation of EE plans; e.g. post advertisements that clearly state the 
targeted group of employees (women or disabled). 
• Broaden the mandate of Special Programmes Units within departments 
• Make information on qualified women more accessible to decision-makers. Ensuring 
that decision-makers have ready access to information about potential women candidates 
for senior appointments is a way of counter-balancing the more established networks 
that men with similar experience may have to bring their names to the attention of 
decision-makers.   
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Further, since this study focused on professional women, there is an opportunity to conduct 
a similar study amongst other women in the workplace, and also to investigate the 
phenomenon of life-balance among single mothers. 
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APPENDIXES 
APPENDIX 1 
4 Athlone Gardens 
         King Williamstown 
         18 June 2013 
 
The Director General 
Office of the Premier 
Private Bag X0047 
Bhisho 
5606 
 
Dear Mr M Sogoni 
RE: PERMISSION TO CONDUCT DISSERTATION RESEARCH WITHIN THE HR 
SECTION OF THE OFFICE OF THE PREMIER 
I am a Masters of Public Administration (MPA) student at the University of Fort Hare.  At 
present, I am conducting a research project for my dissertation on the following topic: Assessing 
the implementation of the Employment Equity Act in the public service with specific 
reference to the appointment of women to top positions: A Case Study of the Eastern Cape 
Provincial Administration. My research will involve all the departments in our province. 
I would particularly request assistance with information such as statistics on the number of 
women employed in the public service in the Eastern Cape Province and a one-hour interview 
session with Human Resources Manager as the source of data.  Additionally, any other relevant 
information pertaining to employment issues of women will be much appreciated.   
I undertake to use the information provided to myself for the purposes of this research and to 
treat it with the strictest confidence.  
Yours sincerely 
----------------------- 
MTEBELE N.S. (Miss) 
RESEARCHER 
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APPENDIX 2 
05 December 2013 
 
Dear Participant  
RE: INVITATION TO PARTICIPATE IN AN INTERVIEW 
I am a Masters of Public Administration (MPA) student at the University of Fort Hare.  At 
present, I am conducting a research project for my dissertation on the following topic: 
Assessing the implementation of the Employment Equity Act in the public service with 
specific reference to the appointment of women to top positions: A Case Study of the 
Eastern Cape Provincial Administration. My research involves all the departments in our 
province. 
I would like to invite you to participate in a 20 minutes interview at which you will have the 
opportunity to share your valuable knowledge and experience on the extent of 
implementation of employment equity and affirmative action in your department.  I 
undertake to use the information provided to myself for the purposes of this research and to 
treat it with the strictest confidence. 
 
Yours sincerely 
----------------------- 
MTEBELE Nozibele Sweetness (Miss) 
RESEARCHER 
0829558000 
nozibele@mailbox.co.za 
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APPENDIX 3 
 
INTERVIEW SCHEDULE 
Department: ________________________________________ 
Position: ___________________________________________ 
 
• Is there an Employment Equity plan in place in your department and what is the 
progress of the implementation of the plan?  What kind of communication channels exist 
and how effective are they in keeping the entire department abreast of the issue of 
Employment Equity? 
 
• What is the status of women representation at senior management positions in your 
department? Has the representivity target been met?  In your own opinion, is there 
discrimination of any kind towards women or reverse discrimination against males as a 
result of Affirmative Action process? 
 
• All departments want to hire the best candidates for the job.  It is however indicated that 
women are experiencing an unfair advantage, receiving preferential treatment in 
appointments and promotions.  How does Employment Equity affect this? How has 
employment practices changed especially regarding recruitment and selection practices, 
and training and development? 
 
• What is your comment concerning the following statement: “Women managers are 
gentle, less rigid, more flexible and less efficient than their male counterparts”. 
 
• What do you consider to be the challenges facing the EC Provincial administration in 
implementing the Employment Equity Act in your department?  And what suggestions 
and inputs do you propose on how to deal with those challenges that you have identified. 
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